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S U M M A R Y
The aim of this study has been to bring together research relating 
to types of orientations to work and factors associated with these 
different orientations, with particular reference to women employed 
in department stores at different levels in the occupational structure.
Position in the family cycle, sociq-economic background and education 
and qualifications were hypothesised to be associated with three possible 
job/career choices in retailing, giving rise to three categories of 
worker each with a different orientation to work, namely a social 
instrumental and a career orientation.
Data was collected from 210 women employed at three different 
department stores and at the head office of a department store group, 
using self-completion questionnaires. The analysis of findings is 
presented in two stages. The first stage shows a clear association 
between social background factors and job/career choice. The second 
stage of the analysis shows associations between job choice and orientations 
to work.
The main conclusions to be drawn from the study are that position in 
the family cycle, social background and education and qualifications have 
significant associations with the job choice of women employed in 
retailing. The study also shows that the three categories of worker 
demonstrate distinctive orientations to work namely career, social and 
social/instrumental orientations. The orientations of retail workers have 
been found to differ from those of manual workers as described by Beynon 
& Blackburn (1972).
The study also has implications for understanding the position 
of women in the occupational structure. Analysis of the position of 
women shows a dominance of women in low level occupations and \d.th 
the exception of Head Office a minority of women in senior positions. 
The study does provide some evidence to support the view that career 
expectations are reduced with marriage which may in turn affect career 
aspirations.
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CHAPTER 1
INTRODUCTION
The aim of tliis study is twofold. Firstly I plan to investigate 
the orientations of women employed in department stores to see
whether different categories of women have different orientations to
CJ
work. Secondly I hope to identify the factors associated with the 
development of these orientations.
I decided to study female orientations partly because the 
Equal Pay Act (1970) had just been passed and the Sex Discrimination 
Act (1975) was imminent. I was also aware that women now constitute 
a significant proportion of the working population; whilst the number of 
men has remained fairly stable over a 25 year period the number of 
women has increased (see Table 1.1).
Table 1.1 Labour Force Estimates (Social Trends 1979)
Great Britain
1951 1961 1971 1976
Men 15.6 16.1 15.9 15.9
Women Married 2.7 3.9 5.8 6.7
Other 4.3 3.9 3.4 3.2
Total 7.0 7.7 9.2 10.0 Millions
Totals 22.6 23.8 25.1 25.9
Table 1.1 shows that the working population has increased by 3«3 
million, most of the increase can be attributed to the numbers of married 
women working. By 1976 67 per cent of women working were married and
49 per cent of all married women in the country were working (Social
Trends 1979).
Women are not, however, uniformly distributed across industries.
In 1971 52 per cent of female employees were in jobs in three major
services industries, namely the distributive trades 17.1 per cent, 
professional and scientific services 23.1 per cent and miscellaneous 
services including catering and laundries 11.7 per cent (Department 
of Employment 1974). It therefore seemed appropriate to focus my 
attention on a service industry. As I had previously worked in retail 
distribution this was the obvious choice.
Early attempts at understanding worker behaviour were harrow 
and focused attention on the worker at the workplace with no 
recognition of the importance of studying non-work influences and the 
perceptions of the workers themselves. This was the approach advocated 
by the action theorists. Researchers such as Taylor (1945), Mayo (1945)and Herz 
•berg (1959) 9.11 made the basic assumption that work has the same meaning 
for all people. Their research does however have some relevance to this 
study. Each identified a different meaning of work which may be 
applicable to a particular category of worker. For this reason their 
work will be discussed further in Chapter 2.
More recently researchers such as Goldthorpe (I968) and Beynon 
and Blackburn (1972) have stressed the importance of examining the 
actor*s definition of the situation as the starting point for analysis 
of worker behaviour. This directs attention to the variety of meanings 
which work may have, the way workers order their wants and expectations, 
and takes account of the worker* s life outside work and the relevance 
of this for work. Goldthorpe et al. and Beynon and Blackburn have
made the most significant contribution to my understanding of 
orientations to work for different reasons. Goldthorpe et al. have 
developed the idea of a typology of orientations to work although 
they focused their attention on the instrumental worker. Their 
typology will be discussed in detail in Chapter 2. Beynon & Blackburn 
have identified important social factors associated \fith different 
orientations to work. They also emphasised the importance of work 
factors as influences on the way work is experienced and criticised 
Goldthorpe for neglecting this aspect,It is important to note however 
that both these studies were confined to the factory floor; a 
weakness recognised by Beynon & Blackburn. I decided to study all 
levels in the occupational structure represented by women in order to 
obtain a more complete picture of orientations of women to work.
Theories of occupational choice are also useful when attempting 
to explain the development of orientations to work. The developmental 
theories are more applicable to the school leavers with good academic - 
qualifications and gradudates who are entering retailing. Otherwise 
these theories are of limited value. The sociological theories, 
particularly the structure - Opportunity Model, ham a wider application. 
The latter approach recognises the extent to which the individual is 
limited by the opportunities available to him, determined partly by 
socio-economic background, which influences education received and level 
of qualifications obtained. It is also necessary to recognise age and 
family commitments as further influences on the occupational choice 
process of women. Each of the factors mentioned are clearly of relevance 
when studying the development of orientations to work and will be 
discussed in greater detail in Chapter 3»
Newman (I968) and Speakman (1976) suggest that prior 
orientations to work are class based. It is therefore important to 
investigate class and class-consciousness of workers. Any model 
of class used must take into account the growth of the middle classes 
and must be applicable to white collar workers,For this reason the 
work of David Lockwood (1958) is most helpful (together with the work 
of Goldthorpe and Lockwood (I969)) in determining the class position 
of retail workers. The application of their work suggests that the 
orientations of sales assistants to work are likely to be different 
from retail buyers and managers and different again from factory workers.
So far I have mainly discussed orientations to work irrespective 
of sex. There are, however, particular factors which become important 
when studying the orientations of women to work. These include 
aspects of pre-work socialisation including sex role stereotyping^  \ 
although recent studies suggest this is losing some of its force.
Carter (1963). Maizels (1970) and Veness (I962) all indicate that girls 
have been socialised to have lower expectations and aspirations 
than boys.
Experience at work could well strengthen prior orientations to 
work. Not only are women concentrated in particular industries but 
they also hold positions with lower responsibility and perform tasks 
of a less skilled nature. "Men are the employers, managers, top 
professionals, foremen and skilled workers in our society", (Social 
Trends (1974))» Despite an increase in the proportion of women 
employed, there is a decrease in the proportion of skilled female workers,
In 1911 just under a third of all manual workers were women. According 
to Social Trends (1974) this proportion is still roughly the same.
However in I9II 24 per cent of these women workers were skilled,
now the figure has dropped to I4 per cent whilst the percentage of 
unskilled women has almost doubled from 15 per cent to 27 per cent.
Caplow (1954) identifies four factors which help to explain 
the position of women in employment. These factors are discontinuous 
careers, women as secondary breadwinners, lack of geographical mobility 
and a reserve labour force. Whilst Caplow*s factors do not fully 
explain why so few women are in senior management positions he does 
highlight important factors which might help explain orientations to 
work,
Barron & Norris (1976) also investigated the reasons for sex-related 
occupational differentiation in the labour market. They hypothesise
a stratification of the labour market into a primary and secondary
sector separated by a major structural barrier. Their work will be 
discussed more fully in Chapter 3 as it helps to identify different 
categories of worker with different orientations to work.
Attitudes of employers to women in employment have not been 
extensively researched. The best known study was conducted by Audrey 
Hunt (1975). The popular belief is that women work for pin money and 
are not interested in a career or are handicapped by a discontinuous 
work pattern. Some of these views are supported by the findings of Hunt 
and of Smith & Farmer (1977) and will be discussed in Chapter 3« Ifhat 
seems likely is that the attitudes of employers and employees will be 
mutually reinforcing. Opportunities for training and promotion prospects
as perceived by women should be explored.
The role of women in society and their family role in particular 
has an important bearing on orientations to work. Young & Wilmott (1973) 
have suggested that the structure of the family has undergone certain 
changes enabling the wife to become more work orientated.Ginsberg (1976) 
does not support this view. However Fogarty, Rapoport & Rapoport (1971) 
investigating women in top jobs found evidence of dual-career families. 
Their sample was however drawn exclusively from graduate women. I feel 
it is equally important to study non-graduate women. It is also likely 
today that some women have taken the conscious decision not to have a 
family in order to pursue a career demonstrating an even fuller 
commitment to work.
Finally Beynon & Blackburn (1972) Gunnison (I966) and Lupton (I963) 
all emphasise the importance of the influence of position in the family 
cycle when studying orientations to work. Clearly a school leaver who 
is single will have different orientations from a married woman who can 
also be differentiated from the married woman who has brought up a 
family.
The aim of this study is therefore to bring together research 
which attempts to formulate typologies of orientations to work and 
research which explains the factors associated with different orientations. 
I also feel it is important to study orientations of women at all levels 
in the occupational hierarchy in an industry which has been poorly 
researched to date.
Before concluding this Chapter I should like to draw attention to 
an important constraint which affected the methodology of my research.
I collected the empirical data whilst working full-time and although 
I would have much preferred to have used the interview method this 
was not feasible in the time available. I was therefore forced to 
use a self-completion questionnaire. Full details of the methodology 
will be discussed in Chapter 5 and the i eraaining Chapters will discuss 
my findings. cO
CHAPTER 2
ORIENTATIONS TO WORK 
(1) INTRODUCTION
c;')
The aim of this Chapter is to establish the meaning of work 
:|brindividuals, to evaluate typologies of orientations to work; and 
to establish how individuals develop particular orientations to work 
and the extent to which these are class-based.
Analysis of meanings attributed to work is possible at two 
different levels:-
1) at societal level - giving rise to social meanings - the meaning 
embodied in the design, organisation and institutional and legal 
context of work;
2) at the individual level - giving rise to personal meanings - the 
personal significance of work to individuals and the part work plays 
in their own lives.
Early approaches to the study of work made the assumption that 
work had one dominant meaning for all individuals. This was the view 
of Taylor, Mayo and Herzberg whose work will be mentioned to help 
develop a typology of orientations to work. A detailed review is not 
intended as this has been done fully by Rose (1975).
More recently researchers, such as Goldthorpe (1968) and Beynon & 
Blackburn (1972), have'stressed the importance of understanding the 
act’or* s definition of the situation and the way workers order their
wants and expectations relative to their employment. Several 
writers have developed typologies or differentiated between the 
orientations of different groups of workers and have attempted to 
explain the reasons for these differences.
Goldthorpe emphasised the importance of non-work factors 
i.e. prior orientations to work. Beynon and Blackburn however felt 
that work factors also help to explain why groups of individuals 
attribute different meanings to work. An evaluation of theories of 
occupational choice helps to establish some of the non-work factors 
which influence orientations to work.
Finally an attempt will be made to establish the extent to 
which orientations to work are class-based, and whether retail workers 
are likely to perceive their class position as different from factory 
workers which in turn will be reflected in their orientations to work.
2) PERSONAL. MEANING8
Fox (1976) identified a range of possible personal meanings 
having stressed the problem of manifest meanings (meanings of which the 
individual is aware) versus latent meanings (meanings of which he is 
unaware).
The first meaning is that work provides the individual with 
opportunities to relate himself to society. As Morse and Weiss (1955) 
ask - if people only work for money why do they experience such 
problems in adapting to retirement even when living on an adequate pension?
Work enables the individual to view himself as a useful contributor 
to society. This is particularly valid when studying the attitudes 
of female retail workers. A high proportion of these workers work 
part-time having brought up a family. Having completed their 
child-caring role work assumes a certain importance.
The second personal meaning is that work may satisfy 
sociability needs by providing individuals with the opportunity for 
interaction with others. Different occupations vary in the extent 
to which they offer opportunities for social interaction. In 
retailing the work of sales assistants provides contact ifith work­
mates and customers. By contrast certain factory and clerical jobs 
provide far less opportunity for social contact. Many married women 
return to work, having had children, to escape loneliness. The work 
situation can also offer membership of an "occupational community". 
This gives rise to less distinction between work and non-work 
activities. Certain large department stores run social clubs and 
staff socialise outside work on a regular basis.
Thirdly work enables the individual to sustain status and 
self respect. The job can be seen as a key element in wider social 
status. The housewife enjoyed little status and in the late Victorian 
era retail work was seen as quite high status work for women. Even 
today it carries higher status then factory work. Consequently some 
women choose to work to sustain status and self respect.
Work can also be seen to structure the passage of time. Work 
provides a routine which can help to alleviate boredom. This is 
another reason why many married women are returning to work^  having 
reared their children. With many labour-saving devices womenr
frequently find themselves with time on their hands.
10
other meanings which Fox specified were:-
a provider with a means of self-identity 
a scope for achievement 
personal identity with the task
Despite this range of personal meanings most people attribute a 
meaning which is congruent with the social meaning embodied in the 
design of their work.
3) INSTRUMENTAI -MEANING OF WORK
It is often stated that money is the most important factor 
for most people at work and their actions at work are designed to 
maximise material gain. This view was formulated by F. W. Taylor 
(1945). He adopted a highly mechanistic view of the worker and his 
main concern was to secure maximum output for minimum cost. He 
achieved this through job specialisation and simplification. Haber 
(1964) demonstrated that his emphasis on efficiency was very much in 
keeping with the late nineteenth/early twentieth century views in 
the States. Taylor perceived men as lazy and irrational, needing close 
supervision. He felt that their desire for money should be maximally 
exploited to ensure high rates of working.
Scientific management has had far reaching affects on working 
in the late nineteenth/early twentieth century in the States on the 
design of jobs. Despite the growing importance attached to job 
satisfaction of employees, the majority of jobs particularly for the 
working class are production-centred. (Davis, Canter, Hoffman 1972)
CQ
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Davis et al. examined the practical implications of the instrumental 
approach to the design of work in the manufacturing industry. They 
concluded that:-
1) Current job design practices minimise the dépendance of 
the organisation on the individual.
2) Job design reflects the mass- production precepts of job 
specialisation and repetitive work.
3) Job design minimises the effects of absenteeism and labour 
turnover by having low skill requirements and short 
training time. It reduces the effects of * labour scarcity* 
and permits minimum rates of pay.
Beynon (1975) gives a vivid account of life for a car 
assembly-line worker. Work for him means being machine-paced, 
lacking control over work and experiencing boredom and monotony.
Faced with this situation the worker develops an instrumental meaning 
congruent \fith the meaning implicit in the design of the job.
The work of sales assistants in department stores also provides 
an interesting example of rationalisation and its impact on the 
meaning of work. Traditionally sales assistants offered a personal 
service to their customers whom they often served on a regular basis. 
They derived great satisfaction from this work. However in the last 
fifteen years retailing has undergone dramatic changes and the trend 
in selling techniques has been away from personal service towards 
self-selection and self-service in an attempt to increase or maintain 
profit levels in the face of competition. Personal services only 
remains in specialist departments or heavy goods departments mainly
12
staffed by men paid on a commission basis. The majority of sales - 
assistants have become shelf-fillers and cashiers.
Although retail work has become more routine a number of 
distinctions can be drawn between working in a shop and a factory.
These include:-
1) the extensive opportunities provided for social O  
contact with the workgroup, managers and customers.
2) Superior working conditions in shops.
3) Sales assistants are not machine-paced.
4) Retail work is of higher status than factory work.
The attitudes of sales assistants are therefore likely to be 
different from assembly line workers, although they still may 
perceive their work in instrumental terms.
It also seems clear that workers in the lower skill and socio­
economic levels more frequently regard their work as merely a way to 
earn a living and in general recognise fewer non-financial meanings 
in their work than do workers of higher skill. Non-financial 
meanings become more important as one ascends the occupation hierarchy 
Nosow & Form (I962).
4) Mayo - The Human Relations School and the Importance of a Social
Meaning
As a reaction against Taylor and rational-economic man, a very 
different, though equally limited, view of employee attitudes was adopted. 
It stemmed from experiments at the Hawthorne Works of the General 
Electric Company in Chicago(Roethlisberger and Dickson (1939)*
13
C)
They stressed the importance of social relations at work and is 
therefore worthy of inclusion when studying the orientations of women 
working in department stores.
These experiments have been heavily criticised by Argyle (1953) 
and Carey (I967) particularly on methodological grounds. They have 
also been criticised for stopping analytically *at the factory gates?
(Coldthorpe (I968) and as increasingly defining the worker as merely 
reacting to the supervisory styles and the general human relations 
atmosphere of the enterprise.
Cubbon (1969) does, however, point out that the studies did 
draw attention away from man operating like a machine, in isolation 
from others, for economic gain. The findings indicated that many of 
the workers studied felt privile^ged in that they were singled out 
for study, were given more freedom to divide up their work and that 
good group member relations had developed.
Mayo (1945) argued that men obtain their sense of identity by 
their association with others, that meaning at work is sought through 
social relationships and that men are more responsive to social 
pressures of peer groups than the controls of management. There have 
been other studies which support these findings Trist and Bamforth 
(1951) and their studies of technical innovation in coal-mining and 
Whyte (1948) studying the behaviour of restaurant staff.
Warr & Wall (1975) comment upon the importance of social relations 
at work particularly for women employed part-time. They suggest that 
more research should be conducted to establish whether full-time and 
part-time female staff differ in this respect. Any study attempting to 
develop a typology of female orientations would need to
14
include a social orientation. Vroom (I964) noted that different 
groups seek different meanings from their work. Sales and personnel 
people find social contact important whilst production managers are 
more interested in working with mechanical objects.
5) McGregor, Herzberg and Self Actualising Man
■ c:'
According to researchers such as McGregor, Herzberg, Argyris 
and Maslow man is striving to derive intrinsic meaning and satisfaction 
from work, survival, security and socials needs having been satisfied. 
This implies a moral rather than a calculative involvement with the 
organisation.
On the basis of a series of interviews with engineers and 
accountants Herzberg et al. (1959) concluded that workers want 
opportunity for achievement, advancement, responsibility, recognition 
and intrinsic interest. Herzberg?s research can be criticised for a 
number of reasons. There are three major limitations to his theory as 
it affects orientations to work:-
1) He does not allow for the possibility of variations in the 
meaning of work between different types and level of worker.
2) He does not allow for the possibility of intrinsic conflict 
between the goals of workers and the goals of the enterprise.
3) His research was conducted on a limited sample of jobs. Since he 
formulated his theory it has been applied to a wide range of occupations 
and at all levels in the hierarchy.
Despite the limitations his research has directed attention towards 
the importance of meaningful work for all levels in the hierarchy.
Only a minority, in the higher strata of the occupational hierarchy, 
experience jobs which offer the opportunity for the use of greater
I
discretion, challenge and autonomy.
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These findings were supported by Jacques (I967). In an analysis 
of work he observed two sets of component elements found in every job:-
1) the prescribed element - specifying precisely how the job 
occupant should discharge certain functions and allowing for only 
negligible opportunity for decision-making.
2) the discretionary element - granting the job holder freedom of 
discretion within the prescribed terms. Those in the lower occupational 
strata with highly-prescribed jobs obtain little intrinsic satisfaction 
and feel forced to focus on instrumental rewards. Those in the higher 
occupational strata are priviledged to have jobs giving them intrinsic 
satisfaction and enabling them to view work as a central-life interest. 
For them instrumentalism and self-actualisation are compatible rather 
than being mutually exclusive. Most people at this level value, and 
expect to achieve, intrinsic satisfaction from work. Those in the lower 
occupational groups have had to learn to live without such satisfaction 
and have lower expectations of work.
Herzberg et al. (1959) have had a certain amount of influence on 
the design of jobs though by and large job re-design experiments have 
been geared to increased efficiency and profit in the short-term.
It is questionable how many re-design experiments warrant the term 
? job-enrichment? as Nichols and Beynon (1977) demonstrated with the 
following quote:-
"You move from one boring, dirty, monotonous job to another 
boring, dirty, monotonous job. And then to another boring 
dirty, monotonous job and somehow you’re supposed to come 
out of it all ’enriched?. But I never feel enriched - I just 
feel knackered".
16
These workers would be unlikely to view their work in terms of 
intrinsic rewards.
In conclusion it seems likely that the meaning attributed to 
work by individuals depends upon his or her position in the class 
structure. This will be expanded in Section 8 of this chapter.
6) The Action Frame of Reference
In the previous sections it has been demonstrated that the 
approaches of Taylor, Mayo and Herzberg are far too narrow. However 
each of their meanings may be attributed by a particular group of 
people. A more satisfactory solution is to start with the actor’s 
own definition of the situation, the method used by Social Action 
Theorists
The action frame of reference developed from the work of Max Weber, 
G. H. Mead and the action framework of TalcottP&rsons. Silverman (1970) 
summarised the essential features of the action approach as follows:—
1) "Sociology is concerned with understanding action rather 
than with observing behaviour. Action arises out of meanings 
which define social reality".
Behaviourists and interactionists consider that observable patterns of 
behaviour provide the most reliable sources of data, Weber stressed 
that sociology is concerned with the interpretation of actions in 
terms of its subjective meaning. According to Talcott Parsons (1951) 
as a result of past experiences the actor has a "system of expectations". 
The actor becomes aware of alternative courses of possible action. Action 
is goal-orientated and the actor chooses, from among the means of which
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he is aware,the action most likely to achieve a satisfactory outcome.
2) "Meanings are given to men by their society. Shared orientations 
become institutionalised and are experienced by later generations as 
social facts.
3) "While society defines man, man in turn defines society.
Particular constellations of meanings are only sustained by continual 
re-affirmation in everyday action."
Even in complying with role-expectations we believe we are acting 
naturally.
4) "Through their interaction men also modify, change and transform 
social meanings".
These will be taken as the fundamental aspects of the social action 
approach.
The Affluent Worker Study
Goldthorpe et al. (I968) make a number of basic assumptions upon 
which their theory is built. Daniel (1973) summarises these as follows; 
"1) Workers have a consistent set of priorities in the qualities 
they seek from their jobs.
2) Their priorities are expressed and revealed by the critical 
occupational decisions they make, which involve the evaluation of the 
relative merits and demerits, for them, furnished by different jobs. 
These include, for example, the decision to take one particular job 
in preference to others, or none, the decision to stay in a particular 
job, rather than leave it for another, or none, and the decision to
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leave a particular job for another or none. Thus the worker’s 
priorities are best measured by focusing on the choices that are 
made at these critical points, and the evidence on how choices are 
made pro\d_ded by their behaviour and explanations of behaviour.
3) The patterns of priorities revealed by these choices and
ndecisions represents their orientation to work. Their response 
to, experiences of, and evaluation of all occupational events and 
situations will be mediated through this orientation.
4) By determining orientation to work it is possible to predict 
industrial behaviour through establishing the needs that the worker
will bring to different situations and experiences, and thus, how he will 
respond to the rewards and deprivations it offers."
These assumptions d^.11 be discussed in more detail looking firstly at 
different orientations.
Types of Orientations to Work
Several writers have developed typologies of orientations to work. 
Goldthorpe distinguished three types as follows
1) Instrumental Orientation - where the workers see work almost 
exclusively as a means of acquiring an income necessary to support a 
particular life style. They have a calculative involvement with the 
employing organisation and divide work sharply from non-work.
2) Bureaucratic Orientation - where the workers view work as service 
to an organisation in return for a career. They have a positive 
involvement with the work and the firm, and do not dichotomise work 
and non-work activities.
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3) Solidaristic Orientation - where the workers see work as 
a group activity which may lead to identification with the firm 
or with the work-group as a source of power against the employer; 
social relationships and shared activities are found rewarding, 
and work relationships sometimes form the basis of occupational 
communities outside work. C'
This typology is perhaps more applicable to the manufacturing 
industry than to distribution. Goldthorpe’s instrumental workers 
had selected their particular jobs to maximise earnings. As retailing 
is notorious for low-paid work highly instrumental people would not 
select to work in this industry. However in the absence of other 
rewards.an instrumental meaning could well be attributed.
The bureaucratic orientation is certainly applicable to high- 
status employees. These people are employed in work offering 
intrinsic and extrinsic rewards. They develop a high degree of 
commitment to the firm and to their jobs and are less likely to separate 
work from non-work activities.
The solidaristic orientation to work has only very limited 
application in retailing. Part-time women do seek social relationships 
at work but not as a source of power against the employer. These 
relationships do not extend to form occupational communities in the 
way that those of miner’s do.
Other typologies have been proposed. Ingham (I967) suggested:-
1) Instrumental Orientation - where material rewards are the sole basis 
for involvement.
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2) Instrumental expressive-negative orientation - where in addition 
the worker seeks to exercise control over his work situation and to 
organise in order to challenge managerial perogatives.
3) Instrumental expressive-positive orientation - where work is 
expected to be satisfying and to offer opportunities for close contacts 
with people in positions in authority. These three orientations were 
re-named by Silverman (1970) ’Economic Man’, ’Marxian Man’ and 
’Hawthorne Man’ respectively.
Subsequently Ingham (1970) has argued for orientations to be 
distinguished in terms of economic and non-economic rewards. This 
represents a development o.f the work of Goldthorpe and is particularly 
useful when trying to develop a typology of orientations for retail 
workers. Those who seek employment^bear a certain resemblance to 
’Havrthorne Man’ but opportunities for contacts with people are not 
restricted to those in authority. ’Economic Man’ may be applicable to 
a limited extent and resembles the instrumental worker of Goldthorpe.
’Marxian Man’ is not applicable to female retail workers as they already 
have a certain degree of control over their work.
Beynon and Blackburn (1972) identified four different groups of 
worker each with different orientations to work. The groups were:-
1) Part-time Women - married women with children who worked for both 
economic and social reasons but saw work as secondary to their role as 
wife and mother.
2) Full-time women - some were married but the majority were young and 
single. Few of the married women had children. Economic factors were 
important to them but their main attachment to their jobs lay in 
friendship with workmates.
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3) Night-Shift Men - family centred and like the part-time women 
wanted hours which gave them time with their families. However for 
them commitment to work was distinctly instrumental. Security of 
employment was also very important.
4) Day-Shift Men - young and single or if married had fewer 
children than the night C.Pn. Commitment to work was less instrumental 
than the night men but they had greater expectations then the night 
men from time spent at work. Promotion was more important for this 
group of workers.
This approach has differentiated between different groups of 
workers on the basis of social characteristics particularly position 
in the family life cycle. It emphasises that the attitudes of part-time 
and full-time workers are likely to be different and demonstrates a 
useful approach to developing a typology of orientations. Beynon and 
Blackburn admitted that their investigation would have been more 
complete if the orientations of higher status employees had been 
investigated. I will describe the typology I propose to test in 
Chapter 4-
Development of Orientations to Work
There are different viewpoints as to how orientations develop 
in the first place. Goldthorpe et al. (I968) hypothesised that 
orientations to work are largely determined by the worker’s non-work 
situation, particularly class, community and family life-cycle situation. 
They argued that in a situation of fuU-employment the homogenous
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nature of orientations to work in any particular workplace or work­
group comes about primarily by self-selection. In cases of self­
selection the following ’model’ applies:-
Social situation -> orientation to work -> choice of job etc. 
Many of Goldthorpe’s affluent workers had experienced downward social 
mobility and geographical mobility to maximise earnings to support a 
particular life style.
As Brown (1973) has indicated this ’model’ seems far too simple 
to be applied to other groups of workers. The affluent workers may 
have been atypical since work was not a central life interest and they 
were therefore less likely to be influenced by the workplace. It is 
probable that an interactive relationship exists between priorities, 
expectations and experiences at work. Ingham (1970) indicates that 
expectations of non-economic rewards develop gradually and vary with the 
type of work experience.
Beynon and Blackburn (1972) attempted to overcome Goldthorpe’s 
emphasis on prior orientations and the socio-technical school’s bias, 
towards work factors. They felt both work and non-work factors should 
be considered. What is difficult to establish is the relative importance 
of the two.
Both Fox (1971) and Nichols (I969) stressed the importance of 
socialisation at work. Nichols examined the frames of reference of 
propertied and non-propertied directors. Sheldrake (1971) studying 
computer programmers found that their orientations partly resulted from 
prior differences in education and qualifications and partly from 
different careers and work experiences.
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Research attempting to explain the different orientations of workers 
would need to investigate both work and non-work factors in an attempt 
to understand attitudes to work. A study of female retail workers 
would need to consider position in the family life cycle, occupational 
status and hours worked.
Evaluation of the Action Frame of Reference
Before deciding to adopt the action frame of reference it is 
important to establish the suitability of explaining attitudes and 
behaviour at work via the actor’s definition of the situation. Ifhilst 
the action approach has its supporters it is not without its critics.
Daniel (I969) has accused Goldthorpe (I968) of stopping 
analytically ’outside the factory gates’ - a criticism which has been 
rectified by subsequent studies such as Beynon and Blackburn (1972). 
Other writers have been concerned with methodological problems.
Brown (1973) commented on the problem of measurement of meanings 
and challenged whether all workers are aware of their priorities.
He also queried the extent to which actors make a continuous and 
conscious evaluation of priorities. Where workers have complex 
orientations to work, seeking both extrinsic rewards such as high pay 
and security and intrinsic rewards such as interesting work or autonomy 
on the job, the question of priorities becomes problematic. Brown 
stresses that the actors themselves may not be aware of their own 
priorities not only because of the complexity of attitudes but also 
because of ambiguity or lack of clarity. When attempting to measure 
the attitudes there is therefore the problem of whether or not the 
attitudes really exist.
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Where there are a number of alternative priorities the 
context of choice becomes very important. Daniel (1969)5 in his 
criticism of Goldthorpe, emphasised the need to draw sharp 
distinctions between job choice, intrinsic job satisfaction and job 
quitting. Daniel observed that in productivity bargaining the emphasis 
was placed on pay and similar factors in the work situation. Sub­
sequently characteristics of the job itself influenced workers 
satisfaction or dissatisfaction, while levels of pay were just accepted. 
Goldthorpe (1970) in reply did not accept this as a criticism of the 
use of orientations to work just an indicator that instrumental workers 
also consider the intrinsic aspects of work.
In conclusion whilst the action frame of reference is not without 
its problems,as a method of analysis it provides a valuable tool for 
increasing understanding of behaviour at work. In particular it 
overcomes the weaknesses of the human relations approach and the 
technological implications approach. The former fails to take 
account of the importance of non work factors and defines the worker 
as merely reacting to the supervisory styles and general human relations 
atmosphere of the enterprise. The latter can be attacked as essentially 
functionalist, seeing workers attitudes and behaviour as role determined  ^
and the structure of the enterprise determined or constrained by its 
technology. This approach cannot account for the variability of attitudes 
and behaviour within a given technology; a weakness overcome by the action 
approach. In the following section occupational choice will be 
discussed in order to identify factors influencing prior expectations 
of work.
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7) Occupational Choice and Orientations to Work
A study of theories of occupational choice helps to establish
how orientations to work develop. Several models have been put forward 
which are either sociological or psychological. The psychologists 
stress the importance of choosing the occupation which is consonant 
with the individuals ambitions and aspirations. Sociological theories 
are more concerned with the extent to which the choice is limited by
structural factors. Newman (I968) has suggested that the two
approaches could be operating for different social groups, the 
psychological theories being relevant for middle classes and 
sociological approaches applying to the working classes and minority 
groups.
Developmental Theories of Occupational Choice
Psychologists including Ginzberg and Super have stressed the 
developmental nature of occupational choice. Ginzberg (1951) 
identified a number of stages through which the individual passed each 
stage being important in the decision making process. He isolated 
three main stages namely:-
the fantasy period 
tentative choice 
realistic choice
This theory has provided a base for a number of other theories but 
is of limited value in explaining occupational choice. The research 
was conducted on a group of privile )ged children in terms of economic 
position, family support and status in the community. It is therefore 
difficult to apply to school leavers from worIdng-class backgrounds 
with few if any qualifications.
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The theory makes the assumption that individuals are able to 
choose their occupations. As Roberts (1975) states few people are able 
to choose their occupations in any meaningful sense. The most 
relevant information is not aspirations and priorities but educational 
qualifications and the local job-opportunities structure. In 
retailing the majority of school-leavers enter the trade with few or 
minimal qualifications. It is only those with ’A’ levels or degrees 
who have been able to choose from a range of jobs where aspirations 
become more meaningful. It could, however, be argued that highly 
qualified women might consciously choose retailing as it probably 
offers better prospects for women than industries such as manufacturing. 
Those \d-th poor qualifications enter retailing as sales assistants 
because the jobs happen to be available at the time. Others choose 
the work in preference to factory work because it is of higher status 
than manual work, has better working conditions and a more congenial 
atmosphere.
Super (1957) also proposed a developmental model to explain 
occupational choice. He suggested that the individual passes through 
stages similar to those of Ginzberg but placed more emphasis on the 
social environment structuring the individual’s conception of his 
interests, priorities, abilities and capacities. He stressed the 
importance of part-time work in the development of career aspirations 
and expectations. This trial phase is probably particularly important 
for retail workers as many school-leavers entering retailing have 
previously worked on a part-time basis in the trade. Others start as 
temporary workers and subsequently join the permanent staff either
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through choice or because of the lack of an alternative job.
Ginzberg and Super have been heavily criticised for their 
approach to occupational choice. Hayes (1971) suggested that the 
developmental models assume a causal relationship between the self- 
concept and occupational choice. Hayes argues that in reality 
occupational choice is based on a very poorly developed occupational 
self-concept. It is only after experiencing work that the individual 
is able to crystallise this self-concept. He felt that economic 
factors played a more important part in occupational choice.
Roberts’ criticism that few individuals are able to make genuine 
career choices has already been mentioned. This is especially true 
of married women seeking part-time employment - a high proportion of 
retail workers falling into this category.
THE INDIVIDUAL AMBITION MODEL
Musgrave (I967) has restated the developmental theories in 
sociological terms. He uses development in conjunction with the 
concept of socialisation and role theory. The individual is seen to 
move through a series of roles in the home, school and work. Each is 
seen as a part of the socialisation process as the individual’s 
ambitions and self image are gradually formed.
Musgrave isolates primary, secondary and tertiary socialisation 
and links these to four stages of occupational maturation namely:-
Pre-work socialisation 
Ekitry to the labour force
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Socialisation in the job 
Job change
At the stage of pre-work socialisation family, school and peer groups 
are important influences. The individual’s abilities become shaped 
together \d.th his self-concept of these abilities. It also provides 
opportunities for role rehearsal. This has some relevance for retail 
work because children regularly enter the place of employment and can 
see people engaged in the work unlike many other occupations where 
knowledge of work is limited at this stage.
Secondary socialisation involves entry into the workforce, the 
young person choosing a particular occupation. Vocational guidance, 
trial work periods and work experience programmes organised by schools 
are important. Retailers including department stores regularly attend 
careers conventions and arrange trial work periods in an attempt to 
recruit school-leavers.
Tertiary socialisation occurs when the individual becomes 
socialised into a particular occupational role. Musgrave emphasises 
the importance of anticipatory socialisation in influencing successful 
adjustment. Musgrave thus supports the notion of non-work and work 
factors influencing orientations to work.
A job change is necessary for those unsuited to the job. This 
is perhaps the most useful part of the individual ambition model 
particularly when studying retail workers many of whom have had 
previous jobs.
Musgrave can, however, - be criticised for simplifying the
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socialisation process and assuming that the social structure within 
which individuals play roles is unified and cohesive. He also 
fails to take account of the different meaning placed on work by 
different groups, mentioned in an earlier section, and takes the 
view that individuals have a free choice. This is not the case 
a high proportion of retail workers who are poorly qualified women 
seeking part-time employment. Many are married, with little 
geographical mobility and forced to accept available work.
THE STRUGTURE-OPPQRTUNITY MODEL
Having heavily criticised developmental theories Roberts (I968 and 
1975) suggested the strueture-opportunity model as an alternative.
The key concept for Roberts is that of ’opportunity-structure’ from 
a combination of three sources of evidence:-
1) occupational accessibility
2) relationship between education and vocational aspirations
3) occupational socialisation
He suggests that careers develop into patterns dictated by the 
opportunity structures to which individuals are exq>osed first in 
education and subsequently in employment. The individual’s ambitions 
reflect the influence of the structures through which they pass. 
Opportunity structures are limited for the majority of school-leavers.
A number enter retailing because it is the only work they can get.
Veness (I962) demonstrated that to a large extent ambitions appear to 
be based on realistic vocational aspirations. The structure opportunity 
model sees ambitions as an anticipation of careers that the individual
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is likely to enter rather than determinants of patterns that careers 
follow. Roberts emphasises the importance of opportunity which is 
dependant on educational achievements and family background. He also 
stressed that when the individual is in employment career movements 
are most easily explicable in terms of the extent to which career 
’ladders’ actually exist. This is very applicable to retailing as a 
result of policy changes within the Distributive Industry Training 
Board. It is now advantageous to employ school leavers as trainee 
managers. These trainees are recruited with at least ’0’ level 
qualifications; some have ’A’ levels or degrees. School leavers recruited 
as sales assistants received basic induction training and little else.- 
Their prospects of promotion are limited unless they demonstrate great 
potential and are placed on a trainee scheme.
Apart from the opportunity-structure influenced by home and 
school it is also important to include the general work situation 
^Blan et al. (1956). They focused attention on labour market information - 
individuals can only choose from the options known to them. In a 
situation of high unemployment these options may be greatly reduced 
or even non-existent. Any explanation of why individuals end up in 
particular occupations must also take account of the process of 
selection by employers. Individuals have to be selected by employers 
before they can enter an occupation - a further limitation of the 
notion of choice.
In conclusion both the psychological and the sociological theories 
are of use when attempting to explain why people enter retailing. 
School-leavers with good qualifications may well make a rational choice
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to enter retailing because they have some knowledge of the trade 
on which to base a decision and the long term prospects. Ginzberg 
commented on the individual choosing a job which matched his 
interests and a number select retailing because of the opportunities 
provided for social contacts.
The psychological theories do not go very far in explaining 
the occupational choice process of the housewife returning to work 
after a period of inactivity. Unlike school-leavers they are often 
very poorly qualified and need part-time work which will be 
compatible \\ith their domestic commitments. For them their interests 
become secondary to a consideration of just which jobs are available 
to them. Factors likely to influence these people are having friends 
working in retailing, prospects for part-time work and work \d.thin easy 
travelling distance.
Limited choice does still take place, women making a choice 
between retailing and manual work. Retailing is likely to be chosen for 
its higher status, better working conditions and opportunities for 
social contacts. For these women the structure-opportunity model more 
adequately explains occupational choice.
A study of occupational choice has highlighted the importance of 
education and qualifications when studying orientations to work. For 
those with previous work experience it is necessary to investigate the 
nature of previous work. This will determine whether individuals are 
able to see work in terms of a career and make logical moves progressing 
from one job to another or whether they obtain ’careerless’ jobs and 
move from job to job at random limited by the opportunities available.
Finally socio-economic status is also important determinant 
of opportunities available and influences the extent to wliich 
individuals develop career aspirations.
8) CLASS AND CLASS CONSCIOUSNESS OF WORKERS
Neman suggested that the two main types of theories of 
occupational choice are applicable to different classes. The importance 
of the class position of the family will now be discussed before 
reviewing approaches to the study of class and class consciousness of 
workers.
Many miters have assigned the family a central place in the 
continuing function of a class-based society and in determining the 
orientations and positions of its children, by differential access 
to resources. Parsons (I948) stated that the same individual, who has 
a role in the occupational system, is also a member of the family unit. 
If the status of the parents is hierarchically differentiated there 
will inevitably be an element of differential access of opportunity.
Speakman (1976) also supported this view stating that a child 
born into a working class family is likely to develop very different 
attitudes and values from the middle class child and will acquire 
different orientations to both education and work. It is very likely 
that the values transmitted by the family will influence both 
occupational choice and career development. The child from a middle- 
class background is more likely to be exposed to strong achievement 
values, have more ambitious career plans which in turn will affect 
attainments at school and work.
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These findings support the view that long before individuals 
actually start work they have developed different orientations to 
work depending on whether they are from working class or middle class 
backgrounds. When they enter work their class position and class 
consciousness will influence their attitudes and perceptions of work.
In the classical Marxist sense classes were defined in terms of 
ownership and non-ownership of the means of production giving rise to 
tw;o conflicting classes the bourgeoisie versus the proletariat. For 
Marx private ownership resulted in the workers becoming alienated from 
themselves and from their work. He did not however envisage the growth 
of the middle classes.
Weber developed Marx’s model of class relations by suggesting that 
classes were based on differences in ’life-chances’. Variations in life 
chances were determined by the market power of individuals; either 
omership of property or possession of scarce skills and technical 
Imowledge. In the same way Giddens (1973) differentiated three classes;-
1) ownership class - possession of property
2) middle class - possession of skills and qualifications
3) working class - selling manual labour
Applying this model to retail workers those people suitably qualified 
and possessing managerial, supervisory or buying skills are likely to 
receive special status by virtue of this knowledge and skill. Sales 
assistants would be classified as working class along with manual workers.
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David Lockwood (1958) has provided a means of classifying those 
in a similar economic position. He made a study of clerical workers 
and argued that in investigating their attitudes it was essential to 
study the economic consequences and social experiences that follow the 
clerks’ position within the economic system. Lockwood suggested the 
following factors:- ^
1) Market Situation
By this Lockwood meant the power of a person or group of people 
in the market. It included source and size of income, degree of job 
security and opportunities provided for upward mobility. Lockwood 
emphasised that it was not how much people earn but what they have to 
do to earn it, and the likelihood of earnings being sustained over time. 
Lockvfood identified four main differences between clerks and manual 
workers:
1.1 Clerks have had a relatively high income regulated according 
to rather different principles from those governing the 
determination of wages.
1.2 Blackcoated workers enjoy far more job security than manual 
workers.
1.3 Clerks have had superior chances of promotion.
1.4 In addition to official and unofficial rights to pensions 
on retirement there are other advantages of clerical 
employment such as cleanliness, comfort, tempo, hours and 
holidays.
The market situation of retail workers closely resembles that of 
the blackcoated worker. In particular they enjoy far greater job
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security than the manual worker, better working conditions and 
limited promotion prospects.
2) Work Situation
Is the set of social relationships in which the individual is 
involved at work by virtue of his position in the division of labour.
These worldLng relationships either result in identification with, or 
alienation from others. Manual workers are separated and estranged 
from management. The work situation of clerks does not lead them to 
identify with manual workers against management. In the same way 
sales assistants are so organised that they develop relationships with 
supervisors and managers and are less likely to feel isolated and 
antagonistic towards them.
3) Status Situation
Is the amount of social honour and prestige attached to a 
particular status-position. Class divisions are never just a matter of 
opposition of interests but are bound up with social superiority and 
inferiority. The distinction between manual and non-manual work can 
be draifn in terms of income, security, promotion and authority. Retail 
workers are also seen as socially superior to manual workers. The most 
prestigous work is to be found in department stores.
It must however be remembered that a high proportion of retail 
workers are married women whose class position is determined not by their 
own occupation but by that of their husband. Whilst Lockwood’s classification 
of class position helps to clarify the class consciousness of retail 
workers it should be considered alongside that of Coldthorpe and Lockwood
36
(1969).
In criticising the thesis of ’embourgeoisement’ of the British 
working class Goldthorpe and Lockvrood outlined three aspects of 
class:-
1) The Economic Aspect
If one takes the working man’s wage over liis entire working 
life the apparent levelling up disappears. Inequalities 
still exist in terms of pensions, sustained earnings, 
job security and perks.
2) The Normative Aspect
Working classes can be separated from middle classes on 
the basis of attitudes and values. There is little 
evidence to show that working class people are losing 
traditional attitudes and values.
3) The Relational Aspect
There is little evidence to show that relational aspects 
have changed; that middle class groups have begun to admit 
working class occupational groups to equality or that working 
class people want social equality.
Goldthorpe and Lockwood demonstrated that class position is not 
just a question of consumer power but that attitudes and values held 
by groups and acceptance by others are equally important. Quite a 
high proportion of retail workers come from middle class backgrounds.
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have middle class attitudes and values and are accepted as middle 
class. Those who come from worldLng class backgrounds are likely 
to acquire middle class value systems through relationships at work.
It is perhaps most appropriate to classify managerial and 
supervisory employees as middle class whilst sales staff can be seen 
to occupy à^n intermediate position between the middle class and manual 
workers who are classified as working class.
9) CONCLUSION
The work of Taylor, Mayo and Herzberg oversimplifies the meanings'(
attributed to work, each emphasises one dominant meaning. However they '
do contribute to the development of a typology of orientations to work..
All the typologies discussed in this chapter include at least one of 
the meanings. Any typology attempting to describe the orientations 
of women in retailing, employed at a range of levels in the occupational 
hierarchy, would need to include an instrumental, a social and an 
intrinsic meaning.
I have attempted to explain the factors associated with these 
different orientations. Goldthorpe et al. (I968) stressed the
importance of prior orientations to work. They associated the
instrumental orientation of the affluent workers v/ith their experience 
of downward social mobility, geographical mobility and their position 
in life and the family cycle. Beynon and Blackburn (1972) also 
emphasised the importance of position in the family cycle but felt that 
work experiences would influence the perceptions of workers.
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Evaluation of theories of occupational choice and class 
position demonstrates two contrasting theoretical approaches which 
help to reveal factors of importance when studying orientations to 
work. The psychological approach focuses attention on education and 
qualifications. It views occupational choice as a rational process 
and is probably more applicable to school leavers (from middle class 
backgrounds. The sociological approach^  particularly the structure- 
opportunity model, sees the need to consider jobs actually available 
to the individual and the constraints which prevent a free choice.
This is a much more realistic approach when considering female 
employees particularly those with few if any qualifications from 
working class backgrounds. It is therefore necessary to consider 
socio-economic background, education, qualifications and the employment 
opportunities available to the individual. The last factor is particularly 
important when studying the orientations of women to work. As the 
introductory chapter demonstrated women are limited by the opportunities 
available.
The discussions on perceptions of class included the work of 
Lockwood (1958) and Goldthorpe and Lockwood (I969). It can be 
concluded that the class position of retail workers is different from 
manual workers because of differences in market, work and status 
situation. Their attitudes and value systems are also likely to be 
different which will be reflected in differences bet^ feen their 
orientations to work.
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A number of factors have therefore emerged associated with 
the orientations of women to work. These are socio-economic 
background which will influence pre-work socialisation, the transition 
from school to work, the type of education received and the level 
of qualifications obtained. The position of women in employment and 
the attitudes of employers are also likely to affect the expectations t''
of women to work. Finally the structure of the family and the various 
positions of women in the family cycle are likely to be associated 
with different orientations to work. These factors will be discussed 
in greater depth in Chapter 3»
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CHAPTER 3
FACTORS IHELUEHGIHG THE ORIENTATIONS OF WOMEN" TO EMPLOIPmr
1) INTRODUCTION
So far orientations to work have been discussed irrespective of 
sex except for the research of Beynon & Blackburn (1972). This chapter 
will concentrate on research related specifically to women to establish 
factors likely to influence their orientations to work.
In the past women as employees have been rather neglected. This is 
partly because studies have been conducted in industries employing few if 
any women, eg. coal mining, Trist et al (1963), the car industry, Goldthorpe 
et al (1968). Other studies have failed to take account of sex differences, 
treating employees as unisex, eg. the Hawthorne Studies. In 1973 David 
Weir published a book of readings entitled ‘^Men & Work in Modern Britain* 
with only two readings related to women. Recently, however, with legis­
lation such as the Equal Pay Act (l970) and the Sex Discrimination Act 
(1975)} attention has been directed towards women as employees.
It seems likely that orientations to work are influenced from an 
early age through the process of socialisation. Traditionally girls 
have been less ambitious than boys. These prior orientations become 
reinforced at work where women experience inequality of opportunity and 
lack of upward mobility. It is also very important, when studying orien­
tations of women, to consider the structure of the family and the position 
of the women in the family cycle. Each of these factors vdll now be 
discussed, starting with pre-work socialisation.
2) PRE-WORK SOCIALISATION
The agents of pre—work socialisation are parents, teachers, peer-
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groups and the media. Kohlherg (1966) indicated that children quickly 
pick up a great deal of information about sex-roles and stereotypes.
The traditional female stereotype is passive, expressive, emotional, 
and incompetent outside the home. Consequently girls have been social­
ised to be less ambitious and careen-orientated though changes are be­
ginning to take place.
Studies conducted by Newson & Newson (1978/7?) investigating sex­
roles in pre-adolescence and adolescence, highlighted a number of differ­
ences between the sexes which could be attributed to differences in 
socialisation. They found that by the age of seven boys and girls had 
drawn apart and had developed different preoccupations and hobbies.
This was even more marked by the age of eleven.
Cultural factors play a large part in the way people operate in 
prescribed social roles. Many believe that boys have superior mechani­
cal ability. In the study conducted by Newson & Newson, several mothers 
interviewed regarded their eleven year old children (boys and girls) to 
be unusually good with their hands. However, girls were not expected 
to get involved in carpentry or metalwork and it was unusual for boys to 
be interested in sewing or needlework. Mothers interviewed in the 
research appeared very conscious of the sex-role stereotypes; they felt 
comfortable if their children conformed and self-conscious if they did not.
Another medium of pre-work socialisation is schooling. Books which 
children read reinforce the stereotype of women confined to the home 
bringing up children, being more passive than men and lacking in initiar- 
tive, (^ Stemple & Tyler (l974)*
Research conducted by Maccoby & Jacklin (l975) indicated that the 
evidence of sex differences in ability and personality does not support 
the traditional stereotypical beliefs. There are no 'reliable established
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differences in social orientation, self-esteem, cognitive or analytical 
ability. Traditional beliefs about sex differences in anxiety, level 
of activity, competitiveness, dominance, etc. have not been substantiated. 
There are, however, considerable differences in levels of attainment at 
work which must be attributed to differences in the socialisation process 
for girls and boys. Cultural and social pressures are strong, making 
women feel odd who fail to conform to the traditional role of woman in 
society as wife and mother.
However, despite these findings, Mischel (1974) and others have 
found that sex—role stereotyping is losing some of its force. Two 
groups of women have been researched to find alternative models for 
female socialisation. One group was composed of feminists, the other 
professionally successful women. The research provided a picture of 
the family environment and attitudes and beliefs, both of which were 
associated with non-stereotyped development.
Both the feminists and the professionally successful women were 
found to differ from traditional women. Their attitudes and outlook 
were more liberal. They were more intelligent and performed better 
academically and were more likely to be career orientated. They 
seemed to be more independent, assertive and autonomous — characteristics 
more often associated with men.
Rejection of a stereotypical self-concept may be associated vri-th 
continuation of study, Vogel et al (1975) and with higher aspirations 
and orientation to the future rather than the present. The single most 
consistent feature of the backgrounds of both groups of women was having 
a mother who worked or was orientated beyond the wife and mother role.
This finding was supported by Miller (1975) stressing the importance of 
role modelling. He observed that the daughters of non-working mothers
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showed less independence and more traditional sex-role stereotyping 
than the daughters of working mothers.
This section highlights the importance of pre-work socialisation 
and supports the notion of prior orientations to work. It is also 
clear that one cannot generalise about the orientations of women to 
work.
3) EDUCATIONAL EXPERIENCE AND THE TRANSITION
FROM SCHOOL TO WORK
Until recently educational attainments have been considerably 
lower amongst women than men. In the past approximately equal numbers 
were obtaining «*0»* Level passes but far fewer girls were taking •*A*
Levels and studied fewer subjects, mainly the Arts, Social Trends (19T5)* 
Since 1970 the gap has narrowed greatly, equal numbers obtaining one or 
two *A* Levels but rather more boys than girls obtained three *A* Levels, 
(social Trends (l979)<* At University level one third of undergraduates 
are female but only l6 per cent of graduate students and nine per cent 
of university teaching staff are women,(Blackstone & Fulton (l975)*
Carter (1963) conducted a study in Sheffield. He interviewed 100 
boys and 100 girls from secondary modern schools. He found that the 
particular job entered depended on a number of forces the most signifi­
cant of which was education. The secondary modern school set its 
stamp on most of the children for the rest of their lives according to 
Carter. Other factors included the nature of vacancies at a given time, 
the children’s abilities, their attainments and aspirations and the 
values upheld at home. The majority of girls in the sample were employ­
ed as clerks, shop assistants and factory workers.
Carter stressed that security and prospects were seen as more
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important to boys than girls. The girls did not see work in terms of 
a career nor did they aspire to positions of responsibility and power: 
they saw the world of work as a man’s world. At the time of this 
research certain occupations were not open to girls. Whilst this has 
altered today in theory, in practice there is still discrimination 
against. women.
Other studies have supported the findings of Carter. Elder (1969)
& Abramson (1971) have shown that the level of attainment differs greatly 
between modern and grammar schools and between upper and lower streams 
in comprehensive s. If post-rschool qualifications are obtained prior
to entry into work, entry into the occupational structure is likely to 
be at a higher level,
Ashton (1973) has argued that young people acquire different frames 
of reference at school which direct them towards different types of 
occupation. In a study of working class adolescents, Ashton determined 
two channels:
1.1 Leading through the lower streams of secondary modern and comprehen­
sive schools resulting in ’careerless’ occupations.
1.2 Leading through higher streams of secondary modern schools and 
middle streams in comprehensives, resulting in working class 
careers.
Ashton (1974) extended this study to examine factors influencing 
middle class adolescents. Through the achievement orientation acquired 
by primary socialisation these people see themselves as capable of 
achieving middle class careers. Experience at school reinforces 
attitudes and standards developed at home. They develop specific 
orientations to work, seeing it in terms of providing long term rewards.
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Each category is therefore committing itself to different sorts 
of work. It must however, he stressed that these categories are ideal 
types and there are hound to he exceptions. Some working class children 
do move into middle class occupations. Jackson & Marsden (1962) have 
shown that a middle class woman married to a manual worker can have an 
important effect hy raising her children’s educational and occupational 
aspirations and achievements.
In retailing, workers are drawn from hoth working class and middle 
class families. Many of the part-time sales staff come from middle 
class families who, because of family commitments and discontinuous 
work find it necessary to take available employment. A number of full­
time sales staff are from working class backgrounds who aspire to middle 
class occupations and see the work of a sales assistant as superior to 
factory work.
Finally, Mais els (19T0) made a study of young workers in firms 
employing under I8 year olds in the London area. Her main findings 
were that girls were:
(1) Less interested in staying on at school.
(2) Less likely to express the desire of earning money than boys.
(3) Most likely to be concerned with marriage and having children 
in their future life.
(4) Unlikely to assume that they would be promoted.
These findings closely resemble those of Veness. (I962)
The research reviewed in this section demonstrates the importance 
of prior orientations to work. It appears that different orientations 
develop dependent upon schooling, qualifications obtained and the back­
ground of the family. Ashton’s research is particularly helpful with
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its suggestion that different groups become orientated towards different 
levels of occupation, careerless occupations, working-class careers and 
middle class careers. Apart from Ashton’s work, studies have concen­
trated on girls with few, if any, qualifications, who view work as a 
temporary phase between leaving school and starting a family.
4) INEQUALITY - THE DUAL LABOUR MARKET AND 
LACK OF UPWARD MOBILITY
It has already been pointed out that some women are less career 
orientated than men and experience inequality of opportunity in the 
labour market. It seems likely that working strengthens prior orienta­
tions to work. A number of writers have attempted to explain the factors 
which contribute to the position of women in employment.
Caplow (1954) identified four main factors:
4.1 Discontinuous Careers — it is normal to expect a man to work continu­
ously. This is not the expectation when employing women and only 
. a small minority remain in the workforce throughout their mature 
years. This clearly puts women at a disadvantage when compared 
with men. It is wrong, however, to assume that all women are likely 
to have discontinuous careers. This was suggested in a Department 
of Snploynent Manpower Paper ( 1975)^0^ Some women never marry, some 
married women who are career orientated never have children. Others, 
who will be discussed in section 6 remain at work whilst raising a 
family. Discontinuous careers are likely to cause more disruption 
in occupations relying extensively on experience rather than an 
initial prolonged training period. Women are more able to leave 
occupations such as medicine or teaching and return subsequently.
This raises more problems in occupations in retailing such as buying.
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4.2 Most Women Employed are Secondary Breadwinners — the earnings of 
women are usually for their own support, or they supplement the 
earnings of parents, husbands or other family members. Consequently 
women can often accept lower wages than men. Whilst this is still 
true to a certain extent today, pay has assumed far more importance, 
especially for unmarried women and those divorced and widowed.
There is, however, an important distinction to be drawn between this
group and married women: there is less inevitability about working
for the latter group which alters their attitudes and may make pay a 
lower priority. Caplow failed to consider the unmarried woman who
attaches far more importance to pay.
4*3 Women Have Their Residence Determined for Them — particularly married 
women, whilst single women are probably more influenced by family 
ties than men. In certain organisations geographical immobility can 
create problems. In others this would not give rise to inequality. 
4.4 In any woman’s occupation a considerable proportion of the qualified 
workers in a given area will be out of the labour force at a given 
moment — as Caplow pointed out this weakens the bargaining position 
of women. In retailing those employed in low-level white collar 
occupations are far more replaceable than buyers, especially central 
buyers.
Caplow’s explanation of the factors influencing the position of women in 
the occupational structure contained aspects which should be considered 
but he did not include all the factors. In the last twenty years the 
attitudes of women to employment have changed and their position in the 
occupational structure is less likely to remain as static as Caplow 
suggested.
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Caplow also developed a powerful explanation of women’s occupational 
inferiority to men based on what he regarded as two central cultural 
’themes’:
(1) That it is disgraceful for a man to be directly subordinated
to a woman, except in family or sexual relationships.
(2) That intimate groups, except those based on family or sexual
ties, should be composed of either sex but never both.
Further research has not attempted to validate these themes but there 
is evidence to support his views. Women are employed in a restricted 
range of jobs and are - far more likely to have women as subordinates, 
or they may hold a senior management position with few, if any, subord­
inates. In retailing, department managers are more likely to manage
fashion departments traditionally employing women.
Prejudice against women holding senior management positions and 
entering particular occupations was commented on by Suzanne Richbell 
(1978) and by Audrey Hunt (l975)* Men justified their views on the 
grounds that women are not career conscious, that their family commit­
ments interfere with their working lives, delay advancement and are 
.detrimental to the organisation.
Caplow’s answer to his second theme was to avoid work groups 
composed of both sexes. Richbell emphasised that because of predomr- 
i nanti y unfavourable male attitudes to equality, it is important to focus 
attention on the organisational climate. It is vital for women to be 
accepted into the informal group as well as the formal organisation 
structure. Without this acceptance it becomes impossible for women 
to operate effectively as the following example demonstrates.
A large supermarket group employed a female graduate to train as
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a store manager - a strictly ’male’ occupation. In the past women 
had only been recruited for personnel appointments. Training progressed 
well initially, but after six months the trainee resigned, much to the 
surprise of the training officer. When interviewed, it was obvious 
that the girl had been capable of doing the job but she had not been 
accepted informally by her male counterparts, forcing her to leave.
Instances of female colleagues receiving different treatment occur 
frequently, making occupational socialisation difficult. In many 
cases women accept these differences as their lot. This probably 
strengthens rather than changes male attitudes and weakens female con­
fidence and motivation. It also helps to explain why women continue 
to adopt an instrumental or social orientation to work, leaving only the 
most dedicated to pursue a career.
Whilst Caplow was writing about the attitudes and values held in 
the United States, he does draw attention to the relationships between 
the position of women in society, the dominant values of that society 
and the position of women in the labour market. Their situation at 
work has been less static than Caplow predicted but he has nevertheless 
provided a useful contribution to our understanding of the attitudes of 
women to work,
Barron & Norris (1978) also investigated the reasons for sex- 
related occupational differentiation in the labour market. They, too, 
acknowledged the importance of ideological factors and hypothesised 
that the structure of the labour market can be seen as an important 
determinant of women’s overall social position.
They stater: that in recent years studies of the labour market in 
advanced capitalist societies have begun to recognise the importance 
of a stratification of the labour market into;
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a primary sector - containing relatively well-rewarded and stable jobs 
a secondary sector - containing lower paid insecure work.
According to Barron & Norris, ’a dual labour market is one in which:
a) There is a more or less pronounced division into higher paying and 
lower paying sectors;
b) Mobility across the boundary of these sectors is restricted;
c) Higher paying jobs are tied into promotional or career ladders;
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while lower paid jobs offer^opportunities for vertical movement;
d) Higher paying jobs are relatively stable, while lower paid jobs 
are unstable.’
The secondary workforce in Britain is predominantly female if low pay 
is taken as the criterion of the secondary status of the job.
They went on to identify characteristics which help to differen­
tiate the secondary from the primary workforce which are:
i) Bispensibility - the ease with which an employee can be removed 
from a redundant job. This has two aspects, voluntary turnover 
and relative ease of involuntary separation,
ii) Clear visible social differences — the most obvious difference is
sex but racial or ethnic differences can be used as social divisions,
iii) Little interest in acquiring training — it suits the employer to
take on workers who are less concerned with training and moving
up the promotional ladder, 
iv) Low economism — a worker who places a high value on monetary
rewards is a possible threat to the stability of the secondary
reward system. Direct comparisons of sexual differences to work 
orientations are both meagre and unsophisticated but comparative 
data from the National Board for Prices & Incomes Survey (19T1) of
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low-paid workers suggests that women are less concerned vâth economic 
rewards than men.
iv) Lack of solidarity - women are perceived as less successful than 
men in organising themselves industrially. This reduces the 
possibility of the secondary workforce improving wages and conditions.
This research provides a particularly useful stratification of the 
labour market when developing a typology of orientations to work. The 
retail industry can be divided into a primary and secondary sector as 
Barron & Norris suggest. Occupations in the primary sector include 
buyers, managers and supervisors and the job holders are predominatly 
male. The main occupations in the secondary sector are sales assistants 
and clerks who are nearly all women. It is likely that only those 
employed in the primary sector will have a career orientation to work.
Those in the secondary sector who have little chance of promotion 
because of the structural barrier will have a very different orientation 
to work.
5) _ ATTITUDES OF EMPLOYERS REINFORCING ORIENTATIONS TO WORK
If employers take the view that women only work for pin money and 
are less career conscious than men, this will further restrict the 
number of women able to have a career orientation to work. Attitudes 
of employers towards women in employment have not been widely researched. 
Heavy reliance is placed on the OPCS study conducted by Audrey Hunt (1975)'
Before the Sex Discrimination Act (1975) several surveys, including 
the Department of Employment, Institute of Personnel Management and the 
Standing Conference of University & Polytechnic Appointments Services, 
found evidence of sex discrimination sex differentiation. Despite
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the fact that it is now illegal to advertise specifically for men or 
women, attitudes have probably not changed much in the last four years. 
The Department of Employment survey noted that the choice of jobs offered 
to women was narrow; the jobs were low status involving clerical, 
secretarial or hotel and catering work. The advertisements for men 
offered a much wider choice of occupations and industries with more 
emphasis on skilled work. They included high status, professional 
jobs such as architecture, accounting, banking and insurance work.
Hunt (1975) interviewed 434 people from 223 establishements who 
were either the formulâtors or the implementers of personnel policy.
Only two per cent of formulâtors and 11.5 per cent of implementers were 
women. This means that in many organisations recruitment, selection 
and training policies, all crucial to the advancement of women, are 
shaped by men. The survey examined employer attitudes to equality 
in three respects:
5.1 Equal pay (or the rate for the job)
5.2 More appointments of women to senior posts
5.3 More training of women for skilled work.
15 per cent of formulators said they were in favour of equal pay, but
when asked how their colleagues felt only 34 per cent were said to be
in favour of equal pay. People are often reluctant to admit to hold­
ing unpopular viewpoints but will readily ascribe such opinions to 
people similar to themselves.
A number of different reasons were given to explain why so few 
women rose to senior management positions or were employed to do 
skilled-work. These included:
(1) Women were not career-conscious (the most popular reason)
(2) The break in women’s careers retarded progress
(3) Tradition or the attitudes of society.
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Less than half the sample thought it was desirable for more women to 
occupy senior posts. Two thirds felt more women should he trained 
for highly skilled work.
The question investigating engagement of employees demonstrated 
that those responsible for selection of staff were prejudiced against 
women. The majority started off ivlth the belief that a woman applicant 
was likely to be inferior to a man in all qualities considered important. 
The only jobs for which the majority would choose a woman rather than a 
man, given identical attributes, were catering and domestic work. This 
corroborated the research findings of the Department of Buployment (1972). 
Many employers doubted whether suitably qualified women existed for 
senior management appointments.
Hunt asked employers to assess the extent to which they were able 
to cater for women employees who were married. VJhilst they recognised 
that married women with domestic responsibilities encountered special 
difficulties, only a minority of employers made special arrangements to 
take account of the different pattern of women’s working lives.
The employment and status of part-time staff was also investigated 
by Hunt. In many establishments part-timers were regarded and treated 
as inferior to full-time staff. They were often excluded from fringe 
benefits and promotion prospects were poor. They were employed according 
to the demands of the job and were the first to be made redundant if 
necessary. It seems unlikely that part-time women will ever be seen as 
equal to their full-time counterparts and are therefore likely to have 
different orientations to work.
Hunt’s survey provides some useful information on the attitudes 
of employers to female employees. The findings indicate that the
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employers, predominantly male, hold traditional attitudes and values 
towards equality at- work for women. They, see women as less career 
conscious and less able to fill senior management and skilled positions. 
It is interesting to note that those employers whose wives worked held 
more enlightened attitudes and were more sympathetic to women in employ­
ment.
A study conducted by Ashridge Management College in collaboration 
with the Training Services Agency attempted to explore factors which 
inhibit or obstruct women from moving into managerial positions,(Smith
& Farmer (1977)* During 1978 a workshop was run for senior female
managers representing a range of job functions and responsibilities, 
but all employed by one variety chain store. Several factors emerged 
perceived to influence promotion prospects of women and their failure 
to achieve top positions. These were that -
a) There were specific jobs designed around the traditional sex-role
stereotypes. For example, store managers were nearly always men, 
expected to be mobile, have a long-term career and have organisa­
tional and commercial ability. Jobs involving the selection of 
goods were usually filled by women using flair for fashion and 
creative design; they were not expected to have management ability. 
The male jobs had a direct career progression to the board whilst 
the female type jobs had only limited career prospects. Men re­
ceived different training from women.
b) There were preconceived ideas about the role of the man and woman 
in society which acted as an obstacle to women in management.
In particular the woman was expected to have a broken career.
c) There existed certain personal obstacles which influenced job 
performance and commitment to the- job, including:
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i) the amount of domestic commitment
ii) geographical mobility
iii) early socialisation and its influence on career aspirations.
This research demonstrated the importance of considering both the 
attitudes of employers to female employees and the personal character­
istics of the women as the two sets of factors whiv.h influence the 
orientations of women to work. r;')
Sheila Green (19T8) stressed that two aspects of employer’s ■' 
attitudes are critical:
1) The extent to which they believe that work for women is, or 
is not, a central—life interest.
2) The extent to which they are committed to an acceptance that 
the pattern of men’s working lives provide a norm against 
which both men and women should be judged.
The majority of management see women as working for ’pin money’, social 
reasons, or in some cases financial necessity. Most managers resist 
the idea that women work because they enjoy work, want to make use’of 
skills and talents and contribute to society. According to Green, 
employers take men’s working lives as the norm, reinforcing difficulties 
for women. Little attention is being given to alter the standard 
working patterns to accommodate both men and women.
Whilst some employers offer only restricted opportunities to women, 
others offer far greater prospects. In the Quaker Oats Company women 
hold interesting and varied positions. In some cases the company 
attracted women idio could not find comparable employment elsewhere. 
Appointments held by women include vehicle superintendant, systems 
maintenance manager, research supervisor, marketing manager, and finan­
cial accountant. This demonstrates that it is not lack of ability or
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different interests which force women to pursue a narrow range of 
jobs but lack of opportunities for women.
Retailing employing a high proportion of women offers better 
prospects than other industries. In department stores women frequently 
progress to middle management positions, largely employed as buyers, 
although some store managers are women. In common with other industries, 
,petailers consider that women lack the ability and commitment necessary 
to fill senior management positions.
Attitudes of employers to women in employment are reflected by the 
opportunities made available to them for training. The Training Services 
Agency (19T5) remarked that:
’Deep-rooted attitudes about women’s pb.ce at work and in society 
continue to inhibit many women from embarking on long-term 
training. •’
The attitudes of women themselves should therefore not be disregarded. . 
a high proportion of female employees are given little if any training, 
especially part-time staff. Lack of training is likely to reinforce 
orientations of women to work, influencing them to seek satisfaction 
outside work and adopt a social or instrumental orientation to work.
The women who receive training are far more likely to develop commitment 
to the job and see it in terms of a career.
Mackie & Pattullo (19TT) commented on the view of USDAW that retail­
ers see training as a low priority. The fact that the Distributive 
Industry Training Board was the last to be set up was significant. 
School-leavers entering department stores will usually join a training 
scheme and this will include day-release to attend a college. Older 
people joining as sales assistants will probably only receive basic 
induction training and limited follow-up training.
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The DITE also observed that the type of training received varies 
between the sexes. Women are in the majority on courses such as sales 
techniques, buying, sales promotion and display whilst men predominate 
on financial management and instructional techniques courses. They 
considered that the only limitations to women’s advancement in distribu­
tion are those arising from their own perceptions, and those of their 
employers, of the sort of work on which they should be engaged.
We can therefore. conclude that inequality of opportunity for women 
at work still exists today. The typical view of employers is that women 
work for pin-money and the social contacts provided by work and are less 
suited than men for senior management positions. Ambitions and aspira­
tions have been shown by Cater (1963) and Veness (1962) to be based on 
occupations which people can expect to enter. Consequently women are 
likely to adjust their attitudes to work and the attitude of employers 
and female employees become mutually reinforcing.
6) THE STRUCTURE OF THE FAMILY
Research has been conducted examining the roles of husbands and mves. 
The orthodox model of the husband-wife relationship can be described as 
follows:
6.1 The husband/father is normally expected to carry out the economic 
provider role. In Parsons’(1955) terms he is engaged in '’instru­
mental’ activities orientated to the external world and he establishes 
the social as well as the economic position of the family in society.
6.2 The wife/mother, by contrast, is assumed to be confined to the home, 
caring for the children, and her role is seen as expressive.
It is important to establish the extent to which the traditional view of 
roles still persists today. If it does it seems unlikely that married 
women, particularly those with children, will adopt a career orientation 
to work.
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Young & Willmott (1973) examined the structure of the family 
across all classes in the London region. The study demonstrated
class differences in attitudes to work. They found that jobs were
less often the central life interest for working class people. They 
had less control of the organisation of their working life and less 
long term career prospects. They derived their main satisfaction 
from home and family life,
f '
In the non-manual groups, there was more positive work satisfac­
tion, they were more work-centred and there were strains between work 
and family life, particularly for those in their late twenties and 
early thirties. There seemed to be more intrusion of work into home 
life for this group - mental tiredness, concern with work problems which 
were difficult to forget, and availability for work by means of the 
telephone were encountered.
The study investigated the extent to which husbands were prepared 
to share the domestic role. The findings demonstrated that the help 
which husbands gave in the home was related to whether wives worked. 
Husbands of full-time working wives were seen to contribute more than 
husbands of wives working part-time or not working at all as Table 
indicates.
Table 3.1 Husband’s help in the home 
Young & Willmott(1973)
Reported help by 
husband at least 
once a week
Wife not 
working
Wife
working
part-time
Wife
working
full-time
No help
Washing up only
Other tasks (cleaning, 
cooking, childcare) 
with or without 
washing up
Total percentage
Numbers
Percentage
22
14
64
100
539
Percentage
17
15
68
100
320
Percentage
9
12
79
100
293
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Young & Willmott noticed variations between the occupational 
classes. Professional and managerial classes helped rather less 
than others mth house cleaning. Taking all forms of help into 
account, the semi-skilled and unskilled workers contributed the least 
amount of help. They made other findings relevant to a study of 
orientations to work. Working wives were mere likely to feel 
’pressured* and opted for more time off rather than more payy Women 
were also less committed to work for two reasons:
(1) They did not see work as a central—life interest
(2) They found their work boring.
They found women more often worked near home. Although women put 
work in second place, 31^ of working wives experienced conflict between 
home and work. Strain appeared greater among the few women in manage­
ment jobs.
According to Young & Willmott, the structure of the family has 
undergone certain changes and is still in the process of change. They 
describe the progression from the situation where both husband and vjife 
had one demanding role. We are now in a transition stage where many 
women have two demanding roles, with men beginning to help with the 
domestic role. They considered it likely that the logical progression 
to a fully’symmetrical'* relationship will mean that the husband will 
take on more home/childcare tasks and become less work-centred, enabling 
the wife to become more work—centred. In this way both partners will
have two roles.
Changes take place slowly and at varying rates in different geo­
graphical areas. Changes begin in the younger age groups, and higher 
social classes. The men from semi-skilled and unskilled occupational 
classes were the least willing to contribute to the traditionally female 
tasks!
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Ginsberg (l978) does not support the findings of Young & Willmott.
Her research was conducted on married women from the outer suburbs of 
London, aged 20 to 33, with two or more children, one or more of which 
was under five. She had an equal number of middle-class and workings 
class wives.
The women experienced role conflict as a result of internal and 
external pressures. Internal pressures arose put of feelings of duty 
that women hold towards their role as housewives and mothers:
’Women experience pressure not only to behave in a way society 
considers correct for a mother of young children but also to 
feel the appropriate feelings.’
External pressures are imposed by husbands, mothers and friends — that 
childcare is a personal responsibility from which mothers should derive 
fulfillment. Nearly two - thirds of the husbands objected to their 
wives working outside the home. If they did they should not expect
any help from domestic chores. Only 15 per cent helped extensively
with housework, although help with childcare was greater. These find­
ings are supported by Ann Oakley (l974) who concluded that:
’Only a minority of husbands give the kind of help that 
assertions of equality in modern marriage imply! ’
Ginsberg found that nearly two—thirds of mothers and mothers-in-law 
law disapproved of their daughters working. Whilst husbands from middle- 
class and working-class backgrounds were equally disapproving, middle- 
class mothers were more disapproving. Working-class mothers still 
held to traditional working-class expectations that women need to work 
for money, although half still objected.
Careers in the retail industry require a high degree of commitment 
to work which is difficult for most married women with dependant children.
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Even the work of a sales assistant is hard because of the long hours. 
Part-time work is available which is attractive to those with domestic 
commitments seeking work which is compatible with their other responsib­
ilities.
The findings of this section suggest that we are still a long way 
from achieving the symmetrical family suggested by Young & Willmott. 
Ginsberg demonstrated that our society still holds entrenched beliefs 
about women’s natural and proper place. It is still the woman who is 
expected to fulfil the main responsibility for the home and children.
Men see this as secondary to their work role. Women with dependant 
children are far less likely to adopt a career orientation to work.
If they do they are likely to experience role conflict.
This is not however true of all women and in 1966 an enquiry was 
set up to investigate women in top jobs. As the study developed it
was extended to cover women’s opportunities in professional and manager­
ial work for graduates. The research team was led by Fogarty, Rap op or t 
& Rapoport They stressed that if women are to pursue careers,
at a level commensurate with their abilities and on an equal footing 
with men, it is necessary -
a) to develop women’s occupational competence
b) to remove discrimination
c) to work out new attitudes and relationships between men and women
in the family as well as in working life.
Fogarty et al became aware that the women they were investigating
were—in a world—of their own, displaying a high degree of commitment 
to work. This, coupled with heavy demands from the job, raised problems 
for family life, especially for married women with children. However,
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a high level of family organisation and a high income enabled them to 
manage the dual role effectively.
Fogarty et al were interested in establishing the factors which 
determined the type of.work pattern adopted by the women to cope with 
marriage and a family. They believe that commitment was the key concept 
in determining women’s choice of family patterns and for work. They 
distinguished three types of commitment;
i) Non-commitment — where the woman was quite happy to accept
her domestic role returning to a career, if at all, when it 
was convenient for her to do so.
ii) Secondary—commitment — where the woman wanted a career, but
accepted that it must be secondary to the requirements of 
her husband’s career,
iii) Full commitment — where the woman pursued her career iifith
equal involvement to that of her husband and believed that 
conflicts should be worked out on the basis of joint optim­
isation.
They also found that the attitudes of the husband, their friends,, 
work—mates, superiors and others in the occupational situation were 
influential in determining the type of work pattern followed.
They explored problems experienced by dual-career families, where 
both husband and wife were trying to pursue a career and, at the same 
time, fulfil their marital roles. All the couples they interviewed 
had at least one child living at home. They reported that the women 
felt ’over-loaded’, coping with the demands of the job and the home.
They also experienced conflict between personal norms and social norms 
and role conflict.
The study demonstrated that dual-career families, too, are not
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without their problems, but the major criticism of this study is that 
it concentrated solely on graduates. Many non-graduate women view 
work in terms of a career and can rise to senior positions, particularly 
in retailing where the success rate with graduates is low anyway.
Another trend which is becoming apparent is for women not to have child­
ren but to compete with men on equal terms. It enables them to have 
a continuous career which is seldom possible for the woman with family 
commitments. The possibility of both graduate and non-graduate women 
adopting a career orientation to work should not be discounted.
7) THE IhFLUEICE OF POSITION IE THE FAMILY CYCLE
The previous section stressed the importance of the woman^s family 
role influencing orientations to work. Associated with this is the 
woman’s position in the family cycle. It is likely that the orientar- 
tions to work of a single woman will differ from those of a married 
woman who must also be differentiated from the married woman with 
children.
The role, or role expectations, of a wife and mother affects the 
work people do at different stages in their lives. It was suggested 
in a Review of Women’s Employment (1975) that girls may choose jobs 
which they expect to leave on marriage, possibly for ever. These
’career-less’ jobs may be below the potential of the girl. Lupton
(1963) concluded from his study at the Wye Garment Co. that the lack 
of control over work demonstrated by the workforce could be explained 
by the high proportion of women employed. He suggested that work is 
seen by young single women as a temporary phase between school and 
marriage. He felt that these women saw work as providing them with 
an income to supplement the family income. They did not see themselves 
as the breadwinners or the providers. This is perhaps an over—generalisa-
tion of the attitudes of young single women, some of whom see work in 
terms of a career and others have to support themselves.
Beynon & Blackburn’s study (1972) discussed earlier in Chapter 2, 
effectively demonstrated the importance of position in the family life­
cycle, in determining different orientations to work. Those with family 
commitments had lower expectations of work, seeking a job which fitted in 
with their domestic commitments. By contrast, the single woman and 
married women without children had higher expectations of pay and 
security and, in particular, placed great importance on the opportunity 
to develop social relationships at work.
Cunnison (1966) also noted the effect of family commitments on 
orientations to work. Her research was conducted in a small waterproof— 
garment workshop located in Manchester. As a result of the women’s 
family role, their main concern was with running their homes and looking 
after their families. Consequently they worked shorter hours than the 
men and saw their paid job as an addition to their main job of house­
keeping. Unless they were the breadwinners there was not the same 
sense of inevitability of work found amongst men.
A study of a Leicester hosiery factory by Brown et al (19^ 4) found 
that although management want married women supervisors, 171 of the 222 
married women operatives interviewed did not want a supervisory post.
The main reason given was the conflict between the role of the supervisor 
and domestic responsibilities. Only one of the twenty-three female 
married supervisors had one or more children of school age or younger, 
compared with 29^ of the married women operatives. The main expect ac­
tion of the married women was to supplement the family income. In 
addition, they wanted social contacts provided at work although their 
work and non-work activities were kept separate. Working conditions
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and conditions of employment were also important and they needed 
employers who took domestic commitments into account.
Despite some of these findings a recent National Opinion Poll 
(1977) indicates that the importance of work to married women has in­
creased in the last six years. In answer to the question ’Do you 
think of yourself primarily as a housewife who has a job or as a 
working woman who also runs a home?’, respondents replied as follows:
Table 3,2 Attitudes of Married Women to Work
Working Wives
1971 1977
Percentage Percentage
A housewife who has a job 67 53
A working woman who also
runs a home 28 43
Don’t know 4 6
This supports the view that the attitudes of women to work are changing, 
but any study of orientations of women to work must differentiate be­
tween women according to their position in the family cycle,
8) CONCLUSION
The review of literature supports the view that a number of import­
ant factors should be associated with prior orientations to work. 
According to Ashton (1973 and 1974), depending on socio-economic back­
ground, school leavers will aspire to a working class or middle-class 
occupation. Schooling also results in different orientations to work. 
Children from grammar schools and upper streams of comprehensives have 
greater choice than those from secondary modern and lower streams of 
comprehensives.
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It has also been shown that women face certain barriers in the
employment marketCaplow (1954) identified some of the factors,
particularly discontinuous careers, which helps to determine position
in the labour market. Barron & Norris (1976) indicated a structural
barrier between primary and secondary work and saw the majority of
women being employed in the secondary sector. Finally, the position 
inof women^employment cannot be seen as isolated from the position of 
women in the family. What seems likely is that aspirations are 
adjusted to match expectations which reflect the position of women in 
the labour market. Each of these factors will therefore need to be 
included in my hypothesis which I will discuss in the next chapter.
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CHAPTER 4
DEVELOPING THE HYPOTHESIS
In order to develop the hypothesis which forms the .background 
to this research a summary of the previous research is presented.
1) THE NATURE OF ORIENTATIONS TO WORK
The assumption of early researchers was that all individuals 
have an identical orientation to work the meaning they attribute 
being implicit in the design of their jobs. Three different 
orientations were discussed in detail;-
1.1 Instrumental Orientation
Originating from the work of F, W. Taylor where work is viewed 
as a means to an end. Many workers in the lower socio-economic levels 
experience work which offers few if any intrinsic rewards and are 
socialised to attribute an instrumental meaning to work.
1.2 . Social Orientation
Originating from the work of E. Mayo where work is viewed as a 
provider of social norms and importance is attached to social 
relationships at work. Vroom (I964) stressed the importance of this 
meaning to women, particularly those employed part-time and in the 
retail trade.
1.3 Career Orientation
Originating from the work of McGregor and Herzberg where work 
is viewed as an end in itself providing opportunities for self-fulfillment
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and career development. Workers from middle-class backgrounds are 
likely to be socialised to have higher expectations and aspirations, 
and to see work in terms of a career. They are more likely to be 
employed in occupations offering intrinsic rewards.
None of these orientations has universal application, but 
each is probably applicable to a particular group of employees.
2) TYPOLOGIES OF ORIENTATIONS TO WORK
More recently researchers have acknowledged the importance of 
the actors’ definition of the situation. They have therefore 
recognised that different orientations to work are possible and have 
attempted to develop typologies, largely to classify the orientations 
of male manual employees. Only Goldthorpe (I968) made reference to 
workers who view their work in terms of a career but most of his 
research was directed at manual employees. Beynon and Blackburn (1972) 
did study both men and women but they did not attempt to develop a 
typology. Their work will be included under development of orientations 
to work.
Goldthorpe et al. suggested that whilst economic rewards are of 
fundamental importance it is possible to distinguish three different 
orientations to work:-
2.1 Instrumental Orientation
Where work provides an income to support a valued life style. The 
workers have a calculative involvement with the firm and the job and 
divide their life sharply into work and non-work activities.
f
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2.2 Bureaucratic Orientation
Work is seen as service to the organisation in return for a 
career. These workers have a positive involvement with the firm 
and the job and do not divide their life into work and non-work 
activities.
2.3 Solidaristic Orientation
Work is seen as a group activity which may lead to identification 
with the firm or with the work-group as a source of power against the 
employer. These workers have a positive involvement with the firm 
or they may be alienated. Those that have developed close 
relationships at work may not separate work and non-work activities.
This can be summarised as follows:-
Meaning
Involvement
Dichotomy
Instrumental
Economic
Calculative
Sharp Dichotomy
Bureaucratic
Career
Positive
No Dichotomy
Solidaristic
Group Activity
Positive or 
Aliénâtive
Sometimes No 
Dichotomy
Ingham (I969) also identified three orientations to work;- 
Instrumental - where material rewards are the sole basis for involvement. 
Instrumental - Expressive - Negative - where the worker seeks in addition 
to have control over his work situation.
Instrumental-Expressive-Positive - where the work is also expected to 
offer opportunities for close contacts ivith people in positions of 
authority. -
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There are certain similaries between the typologies of Goldthorpe 
and Ingham both identifying an instrumental orientation to work. They 
also both recognise the importance of social contacts though these 
are seen in different ways in the two typologies. Only Goldthorpe 
has included an orientation applicable to those who view work in terms 
of a career. This orientation would clearly be needed in a typology 
attempting to cover all levels of worker.
3) DEVELOPMENT OF ORIENTATIONS TO WORK
The review of literature indicated that the nature of the 
orientation to work which a worker develops is dependant on a number 
of factors. Goldthorpe et al. (I968) hypothesised that individuals 
adopt prior orientations to work. The workers’ position in the life 
cycle together with their desire for a particular life style, had 
resulted in the men seeking employment where they could maximise their 
earnings to comply with their instrumental orientation to work.
This approach has, however, been demonstrated by Beynon and 
Blackburn (1972) to be rather narrow. They hypothesised that both 
prior orientations to work and work factors influenced the perceptions 
of workers. Whilst non-work factors such as the sex of workers, 
position in the family cycle, influenced prior orientations, work 
factors, including hours of work and the nature of employment, determined 
the perceptions of the workers. Position in the family cycle has rather 
less impact on the working lives of men than on women who are likely to 
experience role conflict coping with a job and family commitments.
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This research is particularly helpful when trying to explain the 
orientations of women to work.
The work of Barron & Norris (1976) is also important and can be 
used as the basis upon which other findings can be built. They 
suggested a stratification of the labour market into a primary sector 
;d.th well-rewarded stable jobs and a clear promotion path and a 
secondary sector containing lower paid insecure work. They went on 
to hypothesise that the position of women in the labour market, 
predominantly in the secondary sector, and their position in society 
is mutually reinforcing. The existence of a structural barrier bet^ veen 
the primary and secondary sector greatly restricts promotion prospects 
of the secondary sector. Women employed in the primary sector are 
likely to have very different orientations to work from those employed 
in the secondary sector. If one is to obtain a full understanding of 
the orientations of women to work women employed in both primary and 
secondary sector work should be included. So far no study has been 
conducted within one industry across all levels in the hierarchy. The 
majority have focused their attention on manual workers e.g. Beynon 
and Blackburn (1972).
Fogarty et al. (1971) have studied women in the primary sector 
but, whilst they exploded the myth of women working for pin money, their 
study was very narrow only investigating graduates. In retailing, where 
few graduates are employed anyway non graduate women are likely to be 
employed in the primary sector.
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Women employed in the primary sector are likely to be better 
qualified than those employed in the secondary sector. Carter (I963) 
suggested that from an early age girls developed different expectations 
and aspirations from boys. This is perhaps less true today with 
greater educational opportunities open to girls. Veness (I962) found 
that even where school leavers had failed to enter their preferred 
employment they were rarely dissatisfied. Ambitions and aspirations 
are based on occupations which people can expect to enter. Girls 
with the lower qualifications are likely to enter jobs in the secondary 
sector offering limited prospects of promotion. In view of Veness’ 
findings their orientations to work vd.ll probably differ substantially 
from the girls with higher qualifications vfho are able to enter jobs in 
the primary sector offering a definite career path.
Primary and secondary sector workers can also be separated on the 
basis of class. Speakman (1976) and Ashton (1974) suggested that 
orientations to work are class based, those from working-class backgrounds 
are more likely to view vfork instrument ally whilst those from middle- 
class backgrounds are more likely to see work in terms of a career.
These findings are supported by the occupational choice theorists, the 
developmentalists see occupational choice as a rational process 
applicable to primary sector vmrkers, vfhilst the structure-opportunity 
model is more applicable to those from working class backgrounds limited 
by the opportunities available to them. Those with good qualifications 
are likely to enter retailing on a trainee scheme with good promotion 
prospects whilst those with poor qualifications are likely to start as 
sales assistants with limited career prospects.
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Those who enter retailing as sales assistants do however choose 
tliis occupation from a number of alternatives including manual work 
in factories. Retailing offers better working conditions, greater 
opportunities for relationships at work, more control over work and 
being white collar work is perhaps viewed as higher status than 
manual work. The orientations of sales assistants to work are therefore 
likely to be different from manual workers.
Finally the importance of position in the family cycle should not 
be overlooked when attempting to understand the orientations of women 
to work. With the existing structure of the family most women who have 
children are likely to withdraw from the labour market at some stage 
in their lives. Beynon and Blackburn (1972) therefore view position 
in the family cycle as an important determinant of orientations to work.
In retailing those employed in the primary sector are less likely to have 
family commitments because of the high degree of involvement in the job 
required. Those with children are more likely to seek work compatible 
with their domestic commitments and have a very different orientation 
to work. As Caplow (1954) indicated these women will have experienced 
discontinuous work patterns, will be the secondary breadwinners and will 
lack geographical mobility.
The review of literature shows that concepts can be grouped into 
(a) types of orientation and (b) the factors supposed to lie behind them. 
The purpose of this study is to relate (a) and (b) in a systematic way 
and to investigate in depth social background and orientations to work 
and the connection between them in the case of female white-collar workers 
(who have largely been ignored by researchers hitherto).
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4) THE HYPOTHESIS
The object of this research is to draw together the themes from 
the foregoing discussion of the literature and to consider them in terms 
of a more inclusive model than has been employed previously. This 
model will be applied to the particular cases of retail department 
stores and of women. This is shown schematically in Figure 4*1«
4.1 Social/cultural background of individuals may predispose them 
to follow certain patterns of behaviour and to adopt certain attitudes, 
so that in the case of work, different job/career choices will be made, 
and corresponding orientations to work will develop. Actions and 
attitudes, while conceptually separable are not discrete entities in 
practice and they interact and influence one another.
Figure 4»1 Schematic Representation of the Hypothesis 
Social/Cultural Background
Age
Marital Status 
Family Commitments 
Education 
Qualifications 
Socio-economic background
indicating position 
in the family cycle
Action
Job/Career Choice 
in retailing
Attitudes
Orientation to work 
of women
1) Women employed full-time in 
high status jobs .
2) Women employed full-time in Iqv 
status jobs
3) Women employed part-time
Career Orientation
Instrumental Orientation
Social Orientation
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4.2 In retailing the principal career/job choices possible are 
the three listed in Figure 4*1. The diagram suggests that the 
orientations shown will match with these choices*
4.3 Causal connections are therefore hypothesised may exist 
between social background and action/attitudes, but the relationship 
between action and attitudes is not of the kind in which causal 
priority can be easily established.
4.4 The components of the model may be explained as follows
a) Background Factors
i) Education/qualifications
Carter (I963 and Veness (I962) have demonstrated the importance 
of education as an influence on aspirations and expectations. Ginaberg 
(1951) Super (1957) and Roberts (I968 and 1975) have sho\m that level of 
entry into the labour market is dependant on level of academic attainments.
ii) Socio-economic Background
Speakman (1976) and Ashton (1974) both demonstrated that 
orientations to work are class-based. Working class children are 
socialised to adopt an instrumental view of work whilst those from a 
middle-class background see work as part of a career.
iii) Position in the Family Cycle
This is determined by age, marital status and family commitments. 
Beynon and Blackburn (1972) and others demonstrated the importance of 
position in the family cycle. Those with family commitments seek 
compatible work, often part-time employment. Those without family 
commitments have higher expectations of work.
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b) Job/Career Choice and Associated Orientations
i) Women Employed Full-time in high status jobs with a career
Orientation
(Developed from Herzberg et al. (1959) and Goldthorpe et al.
(1968), bureaucratic orientation.)
A career orientation to work is likely to be developed by 
women employed full-time in high-status occupations who are well 
qualified, from middle class backgrounds and who lack family 
commitments. Work is viewed as part of a career and importance is 
attached to the nature of work and promotion prospects. Work is a 
central-life interest and those with a career orientation to work are 
less likely to dichotomise work and non-work activities.
ii) Women Employed Full-time in Low Status Jobs with an Instrumental 
Orientation
(Developed from Taylor, Goldthorpe et al.(1968) and Ingham’s 
instrumental orientation.)
An instrumental orientation is likely to be developed by women 
employed full-time in low-status occupations who are poorly qualified, from 
working-class backgrounds, who may or may not have family commitments.
Work is viewed as a means to an end and importance is attached to 
economic rewards. Work is not seen as a central-life interest and those 
with an instrumental orientation are more likely to dichotomise work 
and non-work activities.
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iii) Women Employed.Part-time with a Social Orientation
(Developed from Mayo, Goldthorpe’s solidaristic orientation, 
Ingham’s instrumental expressive positive orientation.)
A social orientation is likely to be developed by women employed 
part-time who are poorly qualified, from worldLng-class or middle-class 
backgrounds and with family commitments. Work is viewed as a provider 
of social contacts and importance is attached to relationships, with 
others and the convenience of work. Work is not viewed as a central 
life interest, it is very secondary to the domestic role, and the 
women are likely to dichotomise work and non-work activities.
c) Orientations will be measured on the following dimensions:
1) Priorities when choosing, changing or leaving work
Prospects of: interesting work/premotion (career orientation)
working with friendly people/ 
convenient hours (social orientation) 
good pay/good working conditions (instrumental 
orientation)
2) Commitment to the firm
High commitment (career orientation)
Low commitment (social/instrumental orientation)
3) Involvement with the job
High involvement (career orientation)
Low involvement (instrumental orientation/social orientation)
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4) Commitment to Working
High commitment (career/instrumental orientation)
Low commitment (social orientation)
5) Involvement \d.th the work group
High involvement (career/instrumental orientation)
Low involvement (social orientation)
These dimensions are adapted from those used by Beynon & Blackburn 
(1972) and Goldthorpe et al. (I968).
The findings of the research vfill be presented in two distinct 
stages:-
Stage 1 - Will examine the background factors and their association
with current job choice.
Stage 2 - Will describe current orientations to work as they relate
to current job choice.
Analysis of the direct relationship between social background and 
orientations to work is beyond the scope of this thesis. The 
methodology adopted to test the hypothesis will now be described 
in Chapter 5*
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CHAPTER 5 
METHODOLOGY
1 INTRODUCTION
The purpose -f this chapter is to describe the research method-^  
ology. The design of the questionnaire will be discussed in detail, 
followed by the method of conduct of the pilot and main survey and Ihe 
analysis of data.
2 THE MEASUREMENT OF MEANINGS
Research investigating the meaning of work to individuals can be 
problematic. Replies given to structured questionnaire surveys can 
yield useful information but they must be carefully designed if they 
are to reveal the complexity of attitudes held towards work and to 
demonstrate different orientations to work. It is easy for the re­
searchers to assume that his subjects employ the same basic meaning- 
structures as his own. Often studies force respondents into categories 
which bear no relation to the subjective meanings of those concerned. 
Questionnaires and interview schedules must be designed around problems 
which are meaningful to the respondents and questions must be phased 
in terms which reflect their everyday meanings.
3 SELECTING THE METHOD FOR DATA COLLECTION
Two methods were considered for the collection of data’, the inter­
view and the self-completion questionnaire. Unstructured interviews 
provide a greater opportunity to obtain depth of understanding, but are 
difficult to analyse afterwards and any interview method is time- 
consuming. With limited time available, I decided to use the question-
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aire method despite certain drawbacks, including:
1 Non-response
2 Inflexibility
3 No opportunity to probe beyond the answer given
4 No chance to collect observational data.
A pilot survey was conducted to help overcome some of these problems. 
Other attempts will be discussed in Subsequent sections.
4 DESIGN OF THE QUESTIONNAIRE
I needed to design the questionnaire so that it would elicit 
information indicative of a specific orientation to work and information 
on the factors associated with different orientations. The following 
therefore needed to be measured:
1 The meaning of work to the respondent via career decisions/ 
job choice
- work as a means to an end (instrumental orientation)
- work as a provider of social contacts (social orientation)
or — work providing intrinsic meaning/part of career (career
orientation)
2 The degree of involvement in terms of:
- commitment to the firm
- commitment to the job
3 Level of satisfaction with present job indicating the extent 
to which expectations and aspirations are being met
4 The extent to which^  work is a central—life interest
5 Expectations of work
6 Factors hypothesised to be associated with particular orienta­
tions to work:
- socio-economic status of family
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— marital status
- family commitments '
- qualifications
- education
7 Occupation and hours worked — necessary to divide the sample 
into the hypothesised categories.
The questionnaire designed with these points in mind was sub-divided 
into five sections:
Section 1 - Previous jobs with reasons for leaving
I needed to establish whether respondents had been employed in ’career- 
less jobs’. I also wanted to know whether there was a logical progress­
ion from job to job or had respondents changed from one type of job to 
another very different job for the sake of change. Whether respondents 
had previous retail experience was also important. Reasons for leaving 
previous employment helped to assess expectations of work and whether 
job changes had been voluntary or involuntary. Respondents were there­
fore asked to give a detailed job history with reasons for leaving 
previous work.
Section 2 — The present job
This included factual and attitudinal measurements and was the major 
section of the questionnaire. Questions measured attitudes to retail­
ing in general and the respondent’s firm in particular. Factors were 
measured influencing job choice, aspirations at work were also measured 
and the extent to which aspirations and expectations were met. This 
section also included questions aimed at measuring commitment to the 
firm and the job and involvement with the work group.
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Section 3 — The married woman
This was a short section covering factual and attitudinal questions* 
Section 4 — The married woman with children 
Section 5 — Personal data
The final section of the questionnaire measured the background factors
hypothesised to be associated with job choice and orientations to work
, c>
factors such as age, schooling, qualifications were therefore included.
The questions throughout the questionnaire were designed to give 
a mixture of open and closed questions. Some of the questions were 
based on those used by Beynon & Blackburn (1972) and Goldthorpe et al 
(1968) for comparative purposes. The detailed questionnaire used is 
included in Appendix 1.
5 THE PILOT SURVEY
A pilot survey was conducted, to validate the questionnaire, in a 
small department store in the suburbs of London, employing approximately 
247 women. The sample was selected on the basis of occupational status, 
high-status staff were taken as monthly paid, low-status as weekly paid 
staff. The sample was further sub-divided by marital status and age 
giving rise to the six categories shown below. 1 was unable to design 
the sample frame to include part-time and full-time employment because 
of lack of access to personnel records. 46 staff were selected at 
random representing a range of occupations and departments (see Table 5.I)
Table ,^1 Categories of Staff for the Pilot Survey
Single Married aged Married aged
under 40 over 40
Weekly paid 9 7 7
Monthly paid 9 6 6
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structured interviews were conducted over a two week period 
using the questionnaire as an interview schedule. The interviews 
were voluntary hut only two people refused to take part. The follow­
ing points were considered during the pilot survey:
1 . Were any questions being misinterpreted and in need of
re-wording
2 Were any questions redundant '^ '
3 Were any questions missing
4 Were there any leading questions.
Useful lessons were learnt during the pilot survey. The company 
was small and strong informal groups had developed. Within hours of 
my entering the organisation, considerable discussion was taking place 
as to the purpose of the exercise. There had been recent changes at 
board level and several of the staff thought that the research was 
company sponsored. Informal discussions held with staff were quickly 
related to others which introduced bias. By the end of the first 
week the interviews had become rather stereotyped.
As a result of the pilot survey, several modifications were made 
to the questionnaire:
1 More closed questions were included
2 Redundant questions were omitted
3 Questions were rearranged so that the sequenced appeared 
more logical.
The companies for the main survey were then selected.
6 SELECTION OF THE DEPARTMENT STORES
The original plan was to conduct the research in Croydon, where 
there are three large department stores, and which is fairly accessible
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from Kingston, The three stores were approached via Personnel or 
Training departments. Two of the stores were enthusiastic and readily 
obtained approval from their board of directors. However, the third 
was undergoing an extensive redevelopment programme and refused to co­
operate.
Meanwhile regional staff at one of the Croydon stores suggested
li'
that the research could be extended to include another store in the 
group located at Oxford Street and also Head Office Staff, located in 
the West End. This meant that the sample would be drawn from four 
units employed in two different geographical areas. However, in the 
final analysis, useful comparative data was probably obtained by in­
cluding women employed in London in the sample.
7 SELECTION OF THE MAIN SAMPLE
Once contacts had been established with the organisations, the 
sample could then be selected. The key personal variables which 1 
had hypothesised to be associated with job choice were age, marital 
status and position in the family cycle. Inadequate information was 
again available preventing a separation into part-time and full-time 
employees. 1 decided therefore to take a stratified random sample 
controlling for occupational status, marital status and age as before, 
giving the same six subgroups.
Table 5*2 Categories of Staff for the Main Survey
Single
Married aged 
under 40
Married aged 
over 40
Women employed 
in high-status 
jobs
Women employed 
in low-status 
jobs
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In most department stores staff are differentiated into two 
major groups:
1 ’Senior’ staff - who are either employed in a specialist 
function, eg. Personnel, training, and advertising, or have 
been recruited/promoted to supervisor or high level. These 
were classified as high-status.
2 ’Ordinary’ staff - who include sales assistants, catering 
assistants and low grade clerical staff. These were classi­
fied as low-status.
Staff in the stores are aware of this distinction because the two 
categories of staff have different fringe benefits and rules. A 
detailed breakdown of the jobs held by the respondents will be given , 
at the end of this chapter.
To select the sample staff lists were first sub-divided into high- 
status and low-status groups. These groups were further sub-divided 
into the categories shown in Table 5»2. Staff were listed according 
to the department in which they worked and a range of departments were 
represented. 1 predicted that having controlled for age, both full­
time and part-time staff would be represented in the sample. The 
majority of high-status women were selected from three of the four 
units because of the small number of high-status women in one of the 
stores. Each subrgroup had a different sampling fraction and more 
low-status staff were included in the sample in an attempt to obtain 
three equal categories for analysis purposes, namely:
High-status full-time 
Low-status full-time 
Part-time
8 CONTACTING THE SAMPLE
Once the sample had been selected the list of names for each 
store was given to a person in the personnel or training department.
The contact person arranged for the sample to attend the training 
department to complete the questionnaire. A letter was given to the 
people in the sample explaining the nature of the research, enlisting 
their support and guaranteeing confidentiality of information revealed. 
This helped to ensure consistency of approach when administering the 
questionnaire, though clearly there were slight variations at this 
stage.
9 RESPONSE RATE
This varied from store to store; a breakdown is given below.
Table 5»3 Response Rate by Store
No. of No, of Percentage
Population Women Women Response Rate
Sampled Respondents
Store
Store A 
Store B 
Head Office C 
Store 1)
Total
492
210
198
240
83
96
70
65
63
72
39
40
76
75
57
62
314 214 68
Commitment to the research programme varied from store to store 
which influenced the size of the sample. The exercise was time-consum­
ing and the data was collected at a time when all department stores 
were struggling to achieve their turnover target, lower expenses and 
increase profits.
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I attempted to follow up some of the non-respondents; 1 inter­
viewed an assistant buyer who had been a graduate trainee. She had
extremely forceful views on invasion of privacy - she not only refused 
to complete the questionnais herself, but tried to persuade others to 
do likewise. Other reasons received for non-response wer language 
difficulties, illiteracy, women off sick, others had left the company, 
and some buyers were on foreign trips.
10 ADMINISTRATION OF THE QUESTIONNAIRE
Questionnaires were completed by the sample in the training de­
partments of the stores. Respondents were brought together in groups 
of between 3 and 25 people. 1 was always present when respondents 
completed the questionnaire to give a brief introduction to the re­
search and handle any queries.
Whilst this method took time to administer and was more difficult 
to organise than a straighforward mail shot, there were several advan­
tages. The method was less impersonal, answers to questions were 
more spontaneous and 1 knew the respondent herself had completed the 
questionnaire. However, those who completed the questionnaire in 
later groups probably had prior knowledge of the questions. This 
approach enabled me to spend considerable time in the companies, 
collecting valuable observational data and 1 was able to hold useful 
informal discussions with staff.
11 REACTIONS TO THE QUESTIONNAIRE
A high proportion of the respondents completed the questionnaires 
fully and without complaint. Others did, however, raise objections;
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some felt the questiomiaire was too long and others felt questions 
seemed irrelevant. Certain respondents disliked answering questions 
ahout their company, while others saw the questions concerning their 
family as an invasion of privacy. '
12 CHECKING AND CODING IHf] DATA
Once the questionnaires had been completed they were checked and 
the information coded ready for computer analysis using the Statisti­
cal Package for the Social Sciences. Particular care was given to 
the coding of occupations. Eventually the Goldthorpe Hope Social 
Gradings of Occupations (1974) was used. A total of 132 variables 
were coded.
13 ANALYSIS OF DATA
Frequencies were obtained for each of the variables which helped: 
subsequent analysis and re-coding of variables. The analysis of
findings will be presented on 210 respondents. The data on four
was lost during computer analysis. 93 of these were allocated to 
the high-status category, 74 to the low-status category and 43 to the 
part-time category. Table 5»4 summarises the jobs held by the 
respondents.
I tested alternative hypotheses to see whether more significant 
results could be obtained. The data was analysed on the basis of 
age, marital status, class and hours worked. However, the most 
significant results were obtained when the hypothesis described in 
Chapter 4 was tested.
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Table 5.4 Occupations held by the Respondents
Occupation
High Status 
Category
Low Status 
Category
Part—time 
Category
Manager - Special function 9
Central Buyer 5 - —
Buyer /Manager 10 - ■ -
Department Manager 6 - -
Specialist Staff 9 - q
ADM/Assistant Briyer 24 - -
Merchandiser 9 - -
Supervisor 10 2
Trainee 18 - -
Clerk - 20 7
Secretary/Typi st - 16 2
Sales Assistant - 57 82
I/Iiscellaneous Staff 7 2
N =
100
93
100
74
100
43
The remainder of the thesis will concentrate on the data collected 
and the implications of the findings. The purpose of the next chapter 
is to describe the background of the companies, to see whether there 
are any differences at organisational . level which might affect the 
attitudes of the employees. Organisation charts will be included 
with a breakdown of sex ratios to demonstrate the position of women 
in the occupational hierarchy. The chapter will also attempt to 
justify the division of staff into high-status and low-status categories 
by describing some of the jobs held by the respondents and outlining the 
fringe benefits of the staff.
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CHAPTER 6
BACKGROUND OF THE COMPANIES
1 INTRODUCTION
As explained in Chapter 57 the data was collected from an indep­
endant department store in Croydon and from two department stores and
C- 'the Head Office of a large department store group. One of these 
stores is in Croydon, the other in Oxford Street, London. I will 
briefly outline the company histories, organisation structures and 
describe the main jobs held by the women in the sample. The recruit­
ment and promotion policy, labour turnover and the fringe benefits 
or the staff will also be discussed.
2 COMPANY HISTORY AND ORGANISATION STRUCTURE
DEPARTMENT STORE A
This store was established in Croydon in 1877 as a small shop,' 
trading with a staff of three. In 1922 it became a Private Limited 
company and after 50 years of trading employed a staff of 572. The 
company continued to grow and traded successfully, and in 1959 became 
a public limited company. However, a majority of shares are still 
held by relatives of the founders. The store celebrated its centen­
ary about two years ago, still as an independant family controlled 
business, and with an annual turnover of approximately £6 million.
It runs a social club and prides itself on being a close-knit organi­
sation with a friendly atmosphere in the store. The estimated 
number of staff employed in 197# was 9OO. 5 0^ of these are women 
and 262 staff are employed part-time.
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Table 6.1 shows the organisation structure of the store. Two 
merchandise directors mth an assistant are responsible for the 
merchandising of the store. There are approximately 25 buying de­
partments. A team of 19 buyers are responsible for both the buying 
of merchandise and managing the selling departments. They have 
assistant department managers reporting to them who assist with the 
day to day running of the selling departments. Others of buyer status 
head up functions such as advertising, personnel, display and security.
65% of the low-status staff are women whereas at buyer status only 39% 
are women.
DEPARTMENT STORES B & D 
AND HEAD OFFICE C
These are part of a large department store group with 69 stores 
located throughout England. Store B is located in Oxford Street,
London and Store D is in Croydon. The Head Office is also in London.
Its functions include Personnel, Buying and merchandising, accounts 
and finance, property, distribution and warehousing. The sample from 
Head Office was only selected from training and buying and merchandising, 
so attention will only be given to these two functions.
The department store group started in 1778 as a small drapery 
business in London. The business grew, changed hands, and during the 
Victorian era the owner diversified to include wholesaling, as well as 
retailing. By the first World v^ ar the company was a limited company 
and mth the shortage of.men available for employment, more and more 
women entered retailing. It was at this time that Store B was ac­
quired. By the latv 1920s the company was ready to embark on an 
expansion programme. It made a dramatic takeover: overnight it
grew into a large organisation and Store D became a part of the group.
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Table 6.1 Organisation Structure of Store A
Chairman ., responsible for 
(Family Member) Training 
Personnel 
Maintenance
Director/ 
Company Secretary
,, Merchandise
Director
Merchandise 
Director 
(Family Member)
Assistant to 
Merchandise 
Directors 
(Family Member)
1 male
3 male
1 male
37 of Buyer status and 4 Assistants 25 male l6 female
61% 39%
30 Assistant Department Managers
729 Staff
18 male 12 female 
60% 40%
251 male 472 female
35% 65%
Total staff approximately 9OO
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The growth of the company could not be sustained as the Second 
World War was declared. Men and single women were required elsewhere 
and the stores were staffed by married women. Post-war years were 
spent modernising stores and techniques to compete ivith multiple and 
chain stores, which were being created.
Changes in techniques of retailing also prompted the move to 
centralised buying in 1958. This enabled the company to have greater 
overall buying power and particularly benefited the smaller stores.
The change to central buying was a gradual process, starting with less 
complex departments such as linens. The more complex departments such 
as ladies fashions were left until last. The central buying staff 
were initially selected from the department stores but over the years 
staff have been recruited from outside the organisation. The central 
buying section has developed in a rather haphazard way, with different 
buyers having different degrees of responsibility. By the mid-1960s 
central buying embraced all stores.
In 1970 a new chairman was appointed, followed by a new chief 
executive. Attempts were made to control cost of sales rigidly 
through central buying and merchandising. Lavish staffing was seen 
as uneconomic and in a year department store personnel were cut from 
20,000 to 12,000. The organisation structure of Buying and Training 
is shown in Table 6.2.
The central Buying function employs approximately 389 staff. Of 
these 201 are women and whilst the directors are men, the ratio of men 
to women from buyer level dovjn is approximately 1:1. This is a marked 
difference from the department stores and suggests that opportunities 
for women in central buying are more favourable than in the stores.
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Table 6.2 Head' Office
Chief Executive
Divisional Chairman
Marketing & 
Merchandise Director
Divisional
Director
Personnel
Assistant
Buyer
Assistant
Buyer
Marketing & 
Merchandi s iyig 
Manager
Merchandiser Asst. Marketing 
Manager
Assistant
Merchandiser
Trainee
Central Buying Staff 389
188 men : 201 women
Personnel
Director
Personnel
Controller
I r
Training
Manager
Training
Officers
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Table 6.3 Organisation Structure of Store B
Store
Director
Assistant 
Store Director
General Manager
1 maie
1 maie
1 maie
6 Assistant General Managers 6 maie
60 Department Managers 34 maie 26 female
56% 44%
Assistant Department Managers
Staff approx. 587 
ratio 1 maie : 2 female
Total Staff 656
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Table 6.4 ' Organisation Structure of Store D
Personnel/
Training
Manager
Store
Director
General Manager Admin.
Manager
(female)
1 male
1 male 2 female
3 Assistant General 
Managers
24 Department Managers
3 male
15 male 9 female
62% ' 38%
17 Assistant Department Managers 7 male 10 female
41% 59%
360 Staff
Approx ratio
1 male : 2 female
Total staff approximately 408
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In the training function all the staff from training manager 
down were women. The organisation structures of Stores B and B 
are shorn in Table 6,3 and 6.4.
The central training department has a manager and a team of 
training officers. They are responsible for the training of depart­
ment managers upwards and offer a range of specialist courses. These 
include security, display, training officer and instructional techniques 
courses. The majority of staff employed in this department are 
graduates.
It should be emphasised that the merchandising in Store A is very 
different from that of Stores B & D. In Store A the buyers also have 
responsibility for managing their departments. In Stores B & B the 
managers do not have responsibility for buying. This clearly has 
implications for the assistant department managers in the different 
stores. The assistant managers in Store A are more likely to assume 
responsibility for their department in the absence of the buyer.
3 RECRUITMENT M B  PROMOTION PROSPECTS FOR
SCHOOL LEAVERS
At Store A all school leavers join a three year training scheme. 
This is about to be changed to a two year programme. Approximately 
20 trainees are recruited each year with CSE-s, ’0’ Levels and *A* 
Levels. A maximum of four *A’ Level trainees are recruited each year 
although these prove to be more successful than those with lower quali­
fications. At the end of the training period trainees become sales 
assistants and are able to apply for promotion as vacancies become 
available.
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At Stores B & D the minimum entry qualification is three CSE*s.
16—year olds join as sales assistants and, after six months, undertake 
a junior course. After l8 months minimum service the successful 
staff will take a development course. 18-year olds, not necessarily 
with ’A* Levels, will take a development course prior to promotion.
Once staff have been promoted they attend an assistant department 
manager’s course. The training officer of Store B considered that 
half of the ADM’s had been sales assistants showing promise, whilst 
the other half had been trainees. There is also some recruitment 
from outside for ABM’s.
Apart from the training already discussed for Stores B & B there 
is also a regional training programme for ’A’ Level entrants. This 
is store based with off—the—job training on a regional basis. There 
is also a centralised training programme for ’A’. Level entrants and 
above. The trainees are moved between stores and also attend central­
ised courses.
However, a study of the organisation charts shows that whilst the 
ratio of selling and general staff is 2:1 female:male, only a small 
proportion of women become buyers and managers. At the time of the 
survey none of the senior management positions wovs occupied by women.
4 LABOUR TURNOVER
Store A had a labour turnover of approximately 26 per cent mainly 
in low level occupations. Labour turnover in more senior positions 
was negligible. In Store B the turnover was 110 per cent among de— ■ 
partment managers and 20 - 30 per cent among assistant department 
managers. Store B had an estimated labour turnover of 60 per cent, 
once more mainly amongst low-level employees. The lowest turnover
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was therefore experienced in Store A and, given this evidence, it 
seems likely that the staff in the different stores will have differ­
ent perceptions of work, particularly in relation to promotion pros­
pects.
5 HOLIDAYS AND FRINGE BENEFITS
In each of the organisations there was a differentiation between 
senior staff and low-status staff. The senior staff were allowed up 
to eight days holiday a year more than the low-status staff.
In Store A, buyers upwards were entitled to free meals. In each 
of the stores staff canteens were available. Since the research was 
conducted Store B has opened an impressive staff canteen used by all 
store staff and Head Office staff excluding directors. The canteen 
sets an extremely high standard and helps to remove some of the status 
barriers upheld by the provision of different canteens for different 
grades of staff.
Each of the stores operated a staff discount scheme on purchases. 
Once more different levels of discount operated for different grades 
of staff. It seems that the definition of a primary and secondary 
sector workforce described by Barron & Norris (I976)with different 
conditions of employment does apply to retailing. Those who are of 
buyer status and above appear to be in a particularly advantageous 
position.
6 MAIN JOBS HELD BY THE SAMPLE
6.1 Buyer
Two types of buyer were included in the sample, the buyer /manager
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and the central buyer. The buyer /manager employed by the independant 
department store is responsible not only for buying the merchandise of 
a particular department, but also for the management of the sales of 
that department. The buyer is therefore responsible for a group of 
sales staff helped by an assistant department manager. This job 
clearly offers a high degree of job satisfaction.
The central buyers are purely concerned with the buying of the 
merchandise and are located at Head Office. Their main function is 
to find appropriate merchandise and to negotiate terms with the 
suppliers. They are not involved with the management of a depart­
ment. Once more intrinsic satisfaction is high.
6.2 Merchandi ser
The merchandiser is also employed at Head Office. She liaises 
with the individual stores and provides information for the buyer.
In particular she is responsible for producing buying plans for the 
buyer, helping to plan ranges of merchandise, organising the distri­
bution of stock to the stores, and stock control. When the research 
was conducted the merchandisers were of slightly lower status than the 
buyers. They have recently had a reorganisation and they are now of 
equal status.
6.3 Department Manager
The department manager is employed by the department store group 
and is responsible for running a sales department. The number of 
sales staff in the department varies from approximately 
Responsibilities include liaison with the Buying Office, stock control, 
display of merchandise, security and man management.
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6.4 Assistant Department Manager
The assistant department manager in the independant store has 
to deputise for the buyer in their absence. They therefore have 
rather more responsibility than the assistant department manager in 
the department store group. The actual responsibilities vary from 
department to department depending on the extent to which the buyer 
or department manager is prepared to delegate.
6.5 Merchandise Clerk
The merchandise clerk is employed in a low-status occupation.
She is responsible to the merchandiser and provides clerical assis­
tance. The job entails completion of various forms, filing and 
answering telephone queries related to merchandise.
6.6 Sales Assistant
There are marked variations in the perceptions of the job of a 
sales assistant, dependant on the type of merchandise being sold.
A sales assistant in a boutique perceived the job as a cashier and 
also emphasised the importance of keeping the department tidy. In 
other fashion departments the importance of selling was mentioned.
One or two had been given the responsibility of signing cheques, 
issuing cash refunds, and placing special orders. Others had res­
ponsibility for particular sections of stock and placed orders with 
the representatives. Other duties frequently mentioned included 
pricing, ticketing, unpacking goods, display and cashing up. The 
work therefore varies with the merchandise; in some departments 
assistants are able to use selling skills, in others they provide a 
cash-and-wrap service. However, they are less able to display-
initiative than those in more senior positions and there can be periods 
of inactivity because of lack of trade.
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7 CONCLUSION
From the background, of the companies we can conclude that 
there are likely to be differences in the way work is experienced at 
the different stores, particularly at Store A where some of the jobs 
have greater intrinsic satisfaction and where the social background 
of the company differs. Attitudes are also likely to vary at Head 
Office.
From the description of jobs and fringe benefits, the labour 
market in department stores can be clearly divided into a primary 
and secondary sector as defined by Barron & Norris (1976). However, 
there is not the major structural barrier between the two sectors; 
there is some movement from secondary to primary sector work. Women 
are also found to be employed in primary sector jobs particularly at 
Head Office, where the ratio of men to women is 1:1.
Whilst the main analysis of findings to be presented in the next 
two chapters will concentrate on the differences between the three 
job categories, a section at the end of each chapter will discuss 
certain differences between the women employed at the four locations.
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CHAPTER 7
SOCIAL BACKGROUND & JOB/CAREER CHOICE
1 INTRODUCTION
The purpose of this chapter is to present the first stage of the 
analysis and vjill test whether or.not there is an association between 
social background and job/career choice in retailing. The second.^  . 
stage of the analysis will be covered in Chapter 8, and will decribe 
the orientations to work of the women in the three categories.
The data will be analysed by cross-tabulating the following 
factors with job choice:
1 Position in the family cycle including: 
age
marital status
number with children and whether or not they are dependant
2 Socio-economic background including: 
occupation of father
occupation of mother 
occupation of husband 
living accommodation
3 Education and qualifications including: 
type of school last attended 
qualifications obtained at school 
qualifications obtained since leaving school 
training received in-company
A further section at the end of the chapter will be devoted to a 
discussion of selected background factors, analysed on the basis of 
the store employing the respondent.
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The chi-squared test of significance will he' used, taking 95% as 
the confidence limit. Results at this level will he interpreted as 
statistically significant. Results at the 99% level will he interpreted 
as highly significant, and at 99*9% very highly significant.
2 POSITION IN THE FAMILY CYCLE •
There are a number of distinct phases in the family cycle through 
which a woman may pass. These may be described as follows:
1 The single woman who is young and has just left school, 
but not yet married.
2 The young married woman who has not yet started a family.
3 The married woman mth dependant children.
4 The married woman with children no longer dependant.
Not all women pass through this cycle, some do not get married, others
get married but remain childless. The purpose of this section is to 
compare the ages, marital status and number of women with children and 
to try and establish their position in the family cycle.
2.1 Age
Table 7.1 Age Distribution of the Categories
Age High Status
Category
Percentage
Low Status
Category
Percentage
Part-time
Category
Percentage
Up to 20 22 53 37 60 4.7 9
21 - 25 31 23 4.7
26 - 35 20 47 16 40 4.7 91
Over 35 27 24 86
100 100 100
N = 93 74 43
Chi-squared calculated for collapsed data = 27./yi. off.= 2
0.001 = 13.82
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The sample was stratified hy age, to ensure an adequate representa­
tion of young and older women. When we compare the age distributions 
within the categories, important differences emerge. The age distri­
butions of the two full-time categories were fairly similar, although 
rather more of the low-status women were under 20. The most striking 
difference was the ages of the part-time women - 86% were over 35, 
compared with 27% in the high-status group and 24% in the ^6w-status 
group.
2.2 Marital Status
Table 7*2 Marital Status of the Women
Marital
Status
High Status
Category
Percentage
Low Status
Category
Percentage
Part-time
Category
Percentage
Single 47 57 46 54 5 7
Engaged 10 8 2
Married • 35 29 79
Separated 43 7 46 93
Divorced 3 7 5
Widowed 5 3 9
100 100 100
N = - 93 74 43
2Chi—squared calculated for collapsed data = 29.86^  2d off X q = 13*82
The sample was further stratified according to their marital status 
to ensure adequate representation of married and single women. Once 
more there are important differences between the categories. 93% of 
the part-time category had been married at some stage, although 14% were 
divorced or vndowed. Once more the high-status and low-status categories 
were fairly similar.
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The categories were then analysed hy age and marital status to 
help clarify the position of women in the family cycle.
Table 7*3 Marital Status and Age of the High Status Category
Age High Status Category 
Percentage of the total Category
Single Married ’
Up to 20 20 41 1 12
21 - 25 21 11
26 - 35 8 16 13 31
Over 35 8 18
100
H = 53 40
Chi—squared for collapsed data = l6.134,1d.off.X^Q_QQ^ = 10.83
Table 7»3 shows that 41% of the high status category were single 
and under 25, and would fit into the first stage of the family cycle. 
12% were married and under 26 and would fit into the second stage of 
the family cycle. 16% of the category have remained single over the 
age of 25. Some may still get married, others may remain single, 
particularly the 8% over 35; Further analysis is needed on the number 
of respondents with children before conclusions can be drawn on the 
position of the married women in the family cycle.
Table 7*4 summarises the analysis of the low-status category.
The distribution is not that different from the high-status category, 
except that a slightly higher proportion were single and under 26 or 
married and under 26. However, analysis of the part-time category
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Table 7*4 Marital Status & Age of the
Low-Status Category
Age
Low-Status Category 
Percentage of the Total Category 
Single Married
Up to 20 33 44 4 16
21-25 11 12
26 - 35 4 11 12 29
Over 35 7 • 17
N =
100
40 34
Chi-squared for collapsed data = 13.44^1d.of f. X  ^ = 10 83
Table 7.5 Marital Status & Age of the 
Part-time Category
Age
Part-time Category 
Percentage of the Total Category 
Single Married
Up to 20
21 - 25
2
2
2 7 
5
26-35 5 5 86
Over 35 5 81
100
N = 3 40
2Chi-squared for collapsed data = 0.201^  Id. of f. X ^  = .201
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clearly demonstrates the difference in position of the family cycle 
of this category. 86% were married and aged 25 or older, 81% were 
married and over 35» Table 7.6 provides a complete summary of the 
position of the women in the family cycle Only 9% of the high-status 
category had children, 2% with children still at school. This compares 
with 16% of the low status group and 67% of the part-time category.
2.3 Number of Respondents with Children
Table 7*6 Number of Respondents with Children
Marital Status, Age 
& Number with 
Children
High Status
Category
Percentage
Low Status
Category
Percentage
Part-time
Category
Percentage
Single 25 & under 41 57 44 55 2 7
over 25 16 11 5
Married (no children)
25 & under 12 34 12 29 4 26
over 25 22 17 22
Married, children 
dependant 2 9 12 16 20 67
Children 
dependent no longer 7 4 47
N =
100 100
93 74
Chi—squared for collapsed data = 64*73, 4d off 0.001
100
43
18.47
From a study of Table 7*6 the conclusion can be drawn that there is 
a clear association between the choice to work part-time or full-time and 
the position of the woman in the family cycle. The -women employed part- 
time have chosen to work part-time rather than full time. Work^is
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probably of secondary importance to them than the fulfillment of their 
domestic role, , However, 33% of this category were without children, 
which suggests that not only family commitments influence job choice but 
also age; the majority of this category were over 35.
By contrast 91% of the high status category did not have children. 
Whilst some of these women may have children in the future, 18% were 
alged over 35 therefore unlikely to start a family. 84% of the low- 
status category were also ifithout children. The majority of both these 
categories were single. We can therefore conclude that women without 
children are more likely to choose to work full-time than women with 
family commitments, particularly in retailing \-d.th inflexible hours 
and Saturday work. Another factor likely to influence job choice is 
the socio-economic background of the respondent. This will be analysed 
in the next section.
3 SOCIO-ECONOMIC BACKGRQUNI)
The review of literature supported the view that children from 
working-class backgrounds are more likely to enter working-class jobs, 
whilst children from middle-class backgrounds are more likely to view 
work in terms of a career and enter middle—class occupations. The 
purpose of this section is to analyse the socio-economic background 
of the respondents within the categories, to see whether there is any 
association between background and job choice. Detailed information 
was collected on the occupations of the respondents’ father, mother and 
husband. The data was collapsed into 36 categories using the Goldthorpe 
Hope Social grading of occupations (1974). These were further collapsed 
into the seven categories shown in Tables 7*7j 7*8 and 7*9 which can be 
classified as upper middle class, lower middle class and working class.
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Living accommodation was also used as a measure of social position, 
but this is also perhaps connected mth age and marital status.
3.1 Father’s Occupational Group & Class
Table 7*7 shows a clear association between job-choice and the 
father’s occupational group and class. $0% of the high-status respon­
dents had fathers employed in upper middle class occupations compared 
with 29% of low-status respondents and only 21% of the part-time category, 
42% of the part-time women had fathers employed in working-class jobs.
This data supports the view that children from middle class backgrounds ‘ 
are more likely to enter middle class occupations. The high-status 
women are employed in upper-middle and lower-middle class occupations.
The lov?-status and part-time women are employed in lower-class occupa­
tions, and come from predominatly lower-middle class and working-class 
occupations.
Table 7.7
Class Occupational
Group
High Status
Category
Percentage
Low Status
Category
Percentage
Part-time
Category
Percentage
Uppe2>-middle
class
Professional Higher 
Management 29 50 16 28 6 21
Lower Prof1.Indl,Mgmt 21 12 15
Lower-middle
class
Admin, Supervisors
Lower Grade White 
collar
22 35
13
36 50
14
25 37
12
Working class Skilled 6 15 7 22 24 42
Semi-skilled 8 8 9
Unskilled 1 7 - 9
100 100 100
N = 83 59 31
Missing observations 10 15 12
2
Chi—squared for collapsed data = 17.10, 4d. off, X  ^ = 14*86
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3«2 Mother’s Occupational Group & Class
Research findings showed that women whose mothers worked are more 
likely to reject the traditional sex-role stereotype. Analysis of the 
percentage of mothers who worked is therefore important and at what level 
in the occupational structure as a further indicator of social background. 
The results are summarised in Table 7.8.
C':
Table 7*8 Occupational Group and Class of Mother
Class Occupational
Group
High Status
Category
Percentage
Low Status
Category
Percentage^
Part-time
Category
Percentage
Upper-middle Profl/Higher Mgmt. 2 17 12 — 3
class Lr.Prof ./indl.M^t. 15 12 3
Lower-middle Admin/Supervisors 7 24 5 21 3 20
class Lr.Grade White Collar 17 16
Working-class Skilled 4 20 8 35 6 23
Semi-skilled 10 17 14
Unskilled 6 10 3
Sub-total 61 68 46
Did not work -i2 32
100 100 100
N = 88 66 35
Missing observations 5 8 8
Chi—squared for collapsed data = I8.&, 6d. off. QQg. = (%. ^6^
A similar percentage of the high status and low status categorieshad 
working mothers, but rather more of the low-status category had mothers 
working in manual occupations. Over half the part-time category had 
non-working mothers, probably because they would have been of working 
age at a time when it was far less acceptable for the married woman to 
work. The mothers of this category who did work were mainly employed
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in lower-middle class and working class occupations. By contrast 
41% of high-status mothers and 33% of low-status mothers worked in 
middle class occupations. From Table 'J,8 we can conclude that there 
is a relationship between occupational status of the mother and job 
choice of the respondent.
3.3 Husband’s Occupation
A sizeable proportion of the respondents did not have husbands as 
has already been shoi-m in Table 7*2. If we concentrate on the respon- ■ 
dents who are currently married, analysis shows that the husbands of 
the high-status category were themselves far more likely to be employed 
in upper middle class occupations. Comparing Table 7*9 with Table 7*7 
the distributions of occupations of fathers and husbands for the high- 
status category were very similar. The interesting group is the part- 
time group who seem to have experienced upward social mobility. Only 
15% have husbands in working class occupations compared with 42% of their 
fathers. Perhaps this is why they have chosen to work part-time in 
retailing rather than in a manual occupation.
Class Occupational High-Status 
Group Category
Percentage
Low-Status
Category
Percentage
Part-time
Category
Percentage
Upper-middle Prof1./higher Mgmt. 36 52 7 33 19 35
class Lr.Profl/ Indl. Mgmt. 16 26 16
Lower-middle Admin/Supervi sors 29 45 26 33 37 50
class Lr.Grade Vfliite
Collar 16 7 13
Working Skilled — 15 33 6 15
class Semi-skilled 3 11 6
Unskilled 3 7 3
100 99 100
N = 31 27 32
No husband N = 56 47 9
Missing observations 6 0 - 2
Chi—squared for collapsed data = 14*89; 4d off X = 14.86
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3*4 Accommodation of Respondents 
Table 7.10
Accommodation High Status
Category
Percentage
Low Status
Category
Percentage
Part-time
Category
Percentage
Own House 11 44 ■ 7 18 26 50
Buying Mortgage 33 11 26
Renting'Landlord 25 33 24
Renting Council 2 56 13 82 19 50
Lodging with family/
Living at Home 29 36 7
100 100 100
H = 93 74 43
Chi—squared for collapsed categories - 14.40, 2doff X = 13.81
Analysis of living accommodation in Table 7»10 shows marked 
differences between categories. Respondents were asked to code them­
selves according to type of living accommodation. The results suggest 
that this factor is partly a reflection of socio-economic background and 
partly position in the family cycle. Half the part-time category owned
their own house compared with l8^  of the low-status category. As the
social backgrounds of the husbands were not that dissimilar this differ­
ence can probably be attributed to position in the family cycle.
However, when we compare the high-status and low-status categories 
44^  of the former are buying their own homes compared with 18^  of the 
latter category. As the two groups are at fairly similar stages in the 
family cycle, this difference can perhaps be more readily explained by 
the difference in class background of the two categories. The proportion 
renting from the council also provides differences, only 2% of the high-
status category compared with 13^ of the low-status category and 19^  of
part-time women.
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Prom the analysis of social background we can conclude that 
children from upper-middle class backgrounds are more likely to choose 
high—status occupations whereas those from working class and lower 
middle class backgrounds are more likely to enter low-status occupations. 
Part-time work in retailing is more likely to appeal to women whose 
husbands are employed in upper-middle class and lowe3>-middle class 
occupations. The importance of social background cannot however be 
viewed in isolation. Another factor which is closely associated with 
job choice is education and qualifications obtained at school. These 
will be discussed in the next section.
4 Education Qualifications & In-Company Training
This section will analyse whether there is an association between 
education and qualifications and job choice. The factors which will be 
discussed will be the last school attended by the respondent, qualifica­
tions obtained at school, further education undertaken and in-company 
training received by respondents. ,
Respondents were asked to code themselves according to type of 
school last attended (see Table 7*9)« In the Table, schools have been 
dichotomised into private and grammar school, and comprehensive and 
secondary modern schools. The first group are more likely to develop 
higher expectations and aspirations of work. The findings show that 
65^  of high—status respondents have received a grammar school or private 
education compared with 49^ of low-status respondents and 48^  of part- 
time women. -This group were older and were therefore likely to have 
experienced poorer educational opportunities.
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Table ?.11 Last School Attended
School High Status
Category
Percentage
Low Status
Category
Percentage
Part-time
Category
Percentage
Public 18 16 10
Direct Grant 3 65 1 49 42
Convent 4 9 12
Grammar 40 23 20
Comprehensive 15 35 14 51 10 58
Pre-War Secondary 2 4 5 -..
Secondary Modern 18 33 43
100 100 100
N = 91 74 42
Missing Observations 2 - 1
Chi-squared for collapsed categories = 7'85, 2 doff = 7-38
4.2 Qualifications obtained at School
Although type of school attended does have some influence on job 
choice and career aspirations, qualifications obtained at school are 
usually taken as a more reliable predictor of job decisions. Once more 
respondents were asked to code themselves, this time on level of academic 
achievement. For the purpose of analysis, higher school certificate 
has been included with ’A’ Level qualifications and school certificate 
and matriculation with *0’ Levels.
Table 7*12 shows that 69% of part-time respondents left school 
with no formal qualifications, compared with 41% of low-status respon­
dents and 31% of the high-status category. Clearly the better qualified 
women are far more likely to obtain employment in the high-status 
positions. As most of the part-time group were over the age of 35j I 
analysed qualifications obtained at school by the high-status and low-
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status categories, dividing them into an under 35 and 35 and over age 
group. The results are shown in Table 7*13*
Table 7.12
Qualifications High Status 
Category 
Percentage
Low Status
Category
Percentage
Part-time
Category
Percentage
*A* Levels 37 69 16 47 5 29
*0' Levels 32 31 24
C8E 5 31 12 53 2 71
Hone 26 41 69
100 100 100
H = 93 68 42
Missing Observations - 6 1
Chi-squared for collapsed data = 17*41, 2 doff X ^  = 13*81
Table 7*13 Qualifications obtained at School by Age
Qualifications High Status 
Category 
Percentage 
Under 35 35+
Low Status 
Category 
Percentage 
Under 35 . 35+
’A* Levels/ 75 43 62 17
*0’ Levels
CSE/Hone 25 57 38 83
100 100 100 100
H = 68 23 55 18
Missing Observations 2 1
Chi-squared = 2.77) nq 1 &off = 3*84 - Chi-squared = 4*06,1 doffU* Up
% 0.05- 3.84
From the table we can see that the results for the high-status 
category are not statistically significant. However, it is reasonable 
to conclude that the high-status women without qualifications are more
117
likely to be aged over 35* The results for the low-status group are 
statistically significant. Clearly the women over 35 are far less 
qualified than those under 35* What seems possible is that the younger 
women with qualifications eventually move into high-status positions. 
However, taking into account the results of the high-status group there 
is an overall trend for younger women to be better qualified than older 
women.
4.3 Further Education
Respondents were asked whether they had taken any further qualifica­
tions since leaving school. Responses from those who had received 
education fell into two categories:
1 Academic qualifications — some respondents had taken ’A* Levels, 
others had taken degrees.
2 Vocational qualifications - respondents in specialist departments 
had taken specialist courses, eg. personnel and display. Respon­
dents from selling departments had taken retail qualifications in­
cluding the Certificate in Distributive Management Principles (CDMPj, 
the Certificate in Retail Studies (^ CRS), and the Rational Distribu­
tion Certificate (HDCj. This group of courses were company- 
sponsored. The results are summarised in Table 7*14*
Table 7* 14 Further Education Undertaken since
Leaving School
Further
Education
High Status 
Category
Low Status 
Category-
Part-time
Category
Degree/Teacher 16 9 —
*A* Level — 3 2
Vocational, eg.
Personnel 2 50 1 14 — 4
CDMP/CRS 18 1 -
HDC 14 - 2
Hone 50 50 86 86 96 96
100 100 100
H = 80 68 40
Missing Observations 13 6 3
Chi-squared for collapsed data = 36.62, 4 d.of f. X = 18.47
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Prom Table 7*14 we can see that half the high-status group 
have received some form of further education, l6% before starting 
work, and 32% whilst at work. By contrast, 14% of low-status res­
pondents and 4% of part-time women have received further education.
The 9% of low-status respondents with degrees or a teacher training 
qualification seemed surprising. ' Further analysis showed that five 
of the six had graduated overseas, had experienced difficulty in this 
country getting their qualifications recognised and had therefore been 
unable to obtain appropriate employment. The other.had been teacher 
trained but had chosen to work in retailing rather than teach, having 
had a vacation job in the industry.
We can conclude from this analysis that further education is a 
fairly low priority in retailing. Whilst this might be expected for 
part-time employees and even low-status respondents, the proportion 
of high-status respondents who had received company sponsored further 
education was still quite low,
4*4 IrwCompany Training
In addition to company sponsored further education each of the 
stores undertook basic induction training for all staff. Respondents 
were therefore asked whether they had received any follow-up training. 
Replies could be divided into four categories:
1 Management Training — this was short courses on selected 
topics, eg. appraisal.
2 Specialist Training - this was training received by staff 
employed in specialist departments, eg. display, training.
3 Trainee Scheme - as explained in Chapter 6, each of the 
stores operated a trainee scheme for school leavers, either 
’0^’ Level of ’A’ Level entrants.
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4 Sales Training - some of the sales staff had received 
special sales training courses.
The results of the analysis are shown in Table 7.I6.
Table 7*I5
Training
Training Received In-Company
High Status 
Category
Low Status 
Category
Part-time 
Category
Management Training 
Trainee Scheme 
Specialist Training 
Sales Training
37
21 65
7
11 24
9
4
7
2
5
Hone 35 35 76 76 93 93
100 100 100
H = 91 72 40
Missing Observations 2 2 3
Chi-squared for collapsed data = 49*0^2 doff X  ^ = 13*81
Lack of training received by low-status employees is probably 
partly a reflection of the attitude of employers to these staff. Those 
who are employed as sales assistants do not automatically follow a train­
ing programme. Only those who demonstrate potential might receive 
further training. However, since this research was conducted, each of 
the stores has installed an appraisal system allowing for more extensive 
identification of staff suitable for promotion. The situation however 
has not altered for part-time staff; none of the employers could see 
much possibility of part-time staff being employed in positions of 
responsibility.
The analysis of education and qualifications obtained shows 
that the high-status category were better educated, had higher educational 
attainments and were more likely to have received further education and 
training. The part-time category were the least well educated.
Analysis of qualifications obtained at school by age showed a tendency 
for younger women to be better qualified than older women.
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5 SOCIAL BACKGROUND MALYSED BY STORE
To help establish whether backgroimd characteristics vary from 
store to store, two factors will be analysed. The two which have 
been selected are the last school attended and qualifications obtained 
at school.
Table Last School attended Analysed by Store
Head Office
School Store A 
Percentage
Store B 
Percentage
store C 
Percentage
Store D 
Percentage
Public 13 15 24 11
Direct Grant 7 48 - 49 - 79 - 51
Convent 8 8 5 11
Grammar 20 26 50 29
Comprehensive 7 52 19 51 16 21 13 49
Pre-War 7 3 — 3
Secondary
Secondary Modern 38 29 5 33
100 100 100 100
H = 62 70 38 37
Missing Observa­ 1 1 — 1
tions
Chi-squared calculated for collapsed data = 11.56, 3 doff X 0.01 =
Analysis of the data on the basis of store shows that, whilst 
staff at the stores had received a similar type of schooling, staff at 
Head Office were much better educated. They were also much better 
qualified as Table 7« 17, demonstrates. When Head Office was established 
the highest calibre staff were drawn from the stores. Training officers 
from Head Office were also included in the sample. They are usually 
expected to be of ’A’ Level standard and several of them were in fact 
graduates. Qualifications of staff employed in London were also rather 
higher than of staff employed in Croydon. Pay rates are higher in 
London and as store B was also the largest of the three stores, promotion 
prospects are probably better. This is likely to influence recruitment 
of staff and enable the store to be more selective.
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Table 7*17 Qualifications obtained at School 
Analysed by Store
Head Office
Qualifications
Store A 
Percentage
Store B 
Percentage
Store C 
Percentage
Store D 
Percentage
*A* Level 11 39 28 54 42 84 13 42
*0’ Level 28 26 42 29
CSE 9 6l 10 46 - 16 5 58
Hone 52 36 16 53
100 100 100 100
H = 60 70 38 38
Missing Observa­
tions
3 2 1 2
Chi—squared calculated for collapsed data = 20.80, 3 doff X
0.001
16.27
6 SUmARY
The findings of this chapter have shown that there is an association 
between social background and job/career choice in retailing. The
background associated with each of the job choices is summarised below.
6.1 High-status Category
Position in the Family Cycle
The majority are either single or married and aged under 2$.
Only a very small percentage have children. There is a highly 
statistically significant relationship between job choice and 
number of respondents with children. The conclusion can there­
fore be drawn that only a very small proportion of women who 
choose high-status positions in retailing have children at the 
time of their choice, or subsequently, and continue to work in 
retailing.
Socio-Economic Background
There is a clear association between the class position of the
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father and the choice of a high-status job. Half the respon­
dents who have been able to make this choice come from an upper 
middle—class background and only 15% are from a working-class 
background. Two-thirds of the category have mothers who worked, 
two—thirds employed in middle-class occupations. We can there­
fore conclude that job choice is influenced by socio-economic 
background. Over half of the married women have husbands em­
ployed in upper—middle class occupations and only 3% of husbands 
are employed in working-class occupations.
Type of School last Attended
This is closely related to socio-economic background and in turn 
is likely to affect job choice. The high-status category are 
far more likely to have received a grammar school or private 
education than either of the other two categories. Two—thirds 
of the category received this type of education.
Qualifications
High-status respondents are also better qualified. There is a 
statistically significant association between qualifications ob­
tained at school and job choice. The high-status category being 
better qualified, are more able to make a meaningful job choice 
and at a higher level than someone without qualifications. There 
is also a tendency for the younger women to be better qualified.
Further Education & In-Company Training
There is also a statistically significant association between job 
choice and undertaking further education. Half the high-status 
category have received some form of further education, 34% of 
them have received company sponsored further education. ' Two- 
thirds have also received in-company training. We can therefore
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conclude that once the women have been able to choose a high- 
status job they are then more likely to receive preferential 
treatment in terms of further education and training.
6.2 Lowestatus Category
Position in the Family Cycle
Two-thirds of the low-status category are single or married and 
under 25. Only 16% are married with children, '12% having depen­
dant children. We can therefore conclude that like the high-status 
category only a small proportion working full-time in low-status 
jobs have children.
Socio-Economic Background
There is a clear association between the class position of the 
father and working in a low-status job full-time. Half the lovf- 
status category have fathers working in lower middle class occupa­
tions, although 28% do have fathers working in upper middle class 
occupations. 68% of the category have mothers who work, half of 
them in working class occupations. We can therefore conclude 
that the low-status respondents come from predominantly lower middle- 
class and working class backgrounds. The husbands are equally dis­
tributed between the three class groups.
Type of School last Attended
Almost half the low-status category received a grammar school or 
private education. They are therefore less well ,educated than 
the high-status category but better educated than the part-time 
women.
Qualifications obtained at School
The lovj—status category are less well qualified than the high-status 
group but better qualified than the part-time category. 47% have
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’0’ Level qualifications or higher. This has clearly affected 
the process of job choice.
Further Education and In-Compary Training
Only 14% of low-status respondents have undergone further educa­
tion, 2% company sponsored. 24% have received some form of irw 
company training. We can therefore conclude that those who are 
employed in the full-time low-status jobs are less likely to have 
undertaken further education or to have been given the benefit of 
company sponsored further education or training.
6.3 Part-time Category
Position in the Family Cycle
The part-time category can be clearly distinguished from the other 
two categories by the position of these women in the family cycle. 
67% are married with children and a further 22% are married and 
aged over 25* The decision to work part-time is therefore assoc­
iated with the women being older and having family commitments 
probably making work become of secondary importance to the family 
role.
Socio-Economic Background
The majority of part-time respondents come from working-class or 
lower—middle backgrounds. Just under half have mothers who 
worked once more in working class or lower middle—class occupations. 
However, the husbands of the part-time respondents mainly work in 
upper middle—class and lower middle—class occupations.
Type of School last Attended
The part-time category are the least well educated although 42% 
did attend a grammar school or private school.
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Qualifications
The category can he clearly distinguished from the other two 
categories when qualifications obtained at school are analysed.
69% left school with no formal qualifications. We can there­
fore conclude that there is an association between low academic 
performance and the choice to work part-time.
Further Education and In-Company Training
There is also an association between lack of further education and 
in-company training and employment in part-time work. Only 4% of 
the category have undertaken further education and 7% have received 
in-company training. Probably companies are unwilling to invest 
money in training staff who are employed part-time and unlikely 
to be promoted.
This chapter has highlighted important differences between the respon­
dents who have made three distinctive job choices. Certain important 
associations have been demonstrated between these job choices and 
factors hypothesised to be associated with job/career choice. The next 
chapter will focus attention on the orientations of the women to work.
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CHAPTER 8
ORIENTATIONS OF THE WOMEH TO WORK
8.1 INTRODUCTION
Most of the data collected measured the attitudes of the women
to work. The aim of this chapter is to describe their attitudes so
CO
that conclusions can he drawn regarding the nature of their oiientations 
to work. The findings will he presented on the basis of job choice to 
see whether the three groups held distinct orientations to work.
Five main dimensions were used to differentiate the orientations 
to work:
1 Priorities when choosing, changing or leaving work
2 Commitment to the firm
3 Nature of involvement with the job
4 Commitment to working
5 Involvement with the work group
Some of these dimensions, whilst conceptually separate, are difficult 
to isolate in practice particularly commitment to the firm and nature 
of involvement with the job. They do, however, help to provide a 
structure for presenting the analysis of findings. A section at the 
end of the chapter will also be included to demonstrate certain distinc­
tive attitudes held at the different stores.
Part of the analysis in this chapter will be purely descriptive. 
This provides useful insight into the perceptions of the women of 
work but the chi—squared test of significance will not be used for 
these tables. This will be used for the tables where the data can 
be collapsed once more taking 95% as the confidence limit.
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8.2 PRIORITIES MEN CHOOSING,
CHANGING OR LEAVING WORK
Both Goldthorpe et al (1968) and Beynon & Blackburn (1972) used' 
priorities when making job decisions to differentiate orientations to 
work. This section will be sub-divided into four sections, namely:
1 Reasons for leaving previous employment
2 Present job choice
CO
3 Attitudes to the present job
4 Attitudes to changing the present job.
I have included certain retrospective attitude measures. These will 
not however be taken as being indicative of prior orientations to 
work. The attitudes expressed will be interpreted as the attitudes 
held at the time when the research was conducted.
8.2.1 Reasons given for leaving previous employment
Respondents were asked why they had left their previous em­
ployment in the hope that this might differentiate between
those women making planned job moves to further their career,
those moving because they wanted a change, and those who had 
to change jobs for domestic reasons. The results are 
summarised in Table 8.1.
Reasons given for leaving previous employment clearly differ­
entiates between the part-time group and the other two cate­
gories. 58% of the part-time women gave involuntary reasons
such as marriage or having children. The other two categories 
mainly gave voluntary reasons. This difference can probably 
be attributed to the difference in position of the family 
cycle of the part-time women.
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Table 8,1 Reasons given for Leaving Previous Bnployment
Reason
High Status 
Category
Low Status 
Category
Part-time
Category
Voluntary
— r -------------- .
Promotion/Prospects 34 23 8
Disliked work 15 17 18
Boredom/Change 14 71 21 70 10 42
Pay 7 7 6
To travel 1 2 -
Involuntary
Moving house 16 15 15
Marriage/Family 9 29 7 30 33 58
Redundancy 4 8 10
100 100 100
H = 52 47 31
No previous jobs 25 13 5
Missing Observations 16 14 7
Chi—squared calculated for collapsed data = 8.47, 2 doff .02 = 7-38
The difference between the high-status and low-status categor­
ies was less marked. 34% of the high-status category gave 
promotion or better prospects of promotion as their reason.
A further 15% disliked the work they were doing, suggesting 
the importance of intrinsic rewards, and 14% stated that they 
were bored or wanted to change. Almost the same proportion 
of low—status women gave these three reasons for leaving previous 
employment. However, rather fewer mentioned promotion, although 
some do attach importance to this, while more said they were 
bored or wanted a change.
8.2.2 Present job choice
Reason for Working in Retailing
The women were asked why they had chosen to work in retailing 
to help establish their priorities when choosing work. This 
was an open-ended question and some of the answers given were
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rather vague hut I was able to code them into the seven main cate­
gories shown in Table 8.2. The answers do not differentiate sharply 
between the categories but they do provide an interesting insight into 
the perceptions the women had of work. The way women answered the 
questions was very much a reflection of their attitude at the time 
the research was conducted.
Two factors were particularly important to the sample, the nature of 
work and contact with people. The high-status category placed most 
importance on the nature of work, including the variety of work and 
interesting work. Contact with people was of secondary importance. 
The low-status category was equally divided between the nature of 
work and contact with people, whilst more of the part-time group 
chose retailing for the opportunity of contact with people. Re­
tailing provides ample opportunity for contact with others, both 
fellow workers and customers. The importance attached to this as­
pect is therefore not surprising.
Table 8.2 Reasons for Choosing to Work in Retailing
Reasons for
Choosing
Retailing
High Status
Category
Percentage
Low Status
Category
Percentage
Part-time
Category
Percentage
Nature of work, variety 
interest
41 33 32
Prospects of training 
and promotion
5 2 —
Contact with people 23 33 52
Convenient hours 1 — 3
Work easy to get/only 
work available
9 16 —
For a change 4 4 3
Previous experience 17 8 7
Other — 4 3
100 100 100
N = 78 57 31
Missing Observations 15 17 12
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An important feature of Table 8,2 is the absence of any reference 
to pay. This may be because retailing is a notoriously low paid in­
dustry and women are therefore unlikely to consider pay when choosing 
to work in this industry. Beynon & Blackburn (1972) found that some 
of the women they studied had left retailing to enter the manufacturing 
industry because of the low pay in retailing.
8% of the total sample had chosen to work in retailing because work was 
easy to obtain or it was the only work available, suggesting that they 
had not actually chosen to work in retailing. Others said they had 
chosen retailing for a change. These responses showed a lack of 
commitment to work in retailing. Table 8,3 analyses the proportion of 
women who had previously worked in retailing to try and differentiate 
between those respondents making planned job moves and those moving 
from job to job for a change in routine.
Table 8.3 Previous Bnployment in Retail Distribution
Previous 
Employment 
in Retailing
High Status
Category
Percentage
Low Status
Category
Percentage
Part-time
Category
Percentage
Only Retail experience 59 35 30
Retail & other " 17 17 ■ 24
No previous retail " 24 48 46
100 100 100
N = 54 48 33
No previous jobs 25 13 5
Missing observations 14 12 5
Chi—squared calculated for collapsed data = 10.33,4 doff X'0.05 = 5.49
The analysis shown in Table 8.3 shows that the previous job history 
of the high-status category was rather different from the other two 
groups. 76% had previous retail experience compared with 52% of low-
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status respondents and 54% of part-time women. Over half of the high- 
status category had only worked in retailing. By contrast nearly half 
of the other two categories had no previous retail experience. This 
suggests that the high-status group are more highly committed to work 
in retailing than either of the other two categories.
Reason for Choosing the Particular Firm
Respondents were asked why they had chosen to work for their parti­
cular firm to further assess priorities when chposing work. Although 
this was another open-ended question and some of the answers were rather 
vague, three hroad groups of answers emerged for the purpose of analysis 
as shown in Table 8.4.
Reason for 
Choosing 
the Firm
High-Status
Category
Percentage
Low-Status
Category
Percentage
Part-time
Category
Percentage
Intrinsic Reasons
Prospects of training/ 
promotion
39 62 9 32 —
Job itself/type of work 23 23 14 14
Extrinsic Reasons
Money 1 2 6
Working with people/ 
knowing people
10 24 6 36 19 58
Convenient hours — 2 19
Firm’s reputation as an 
employer
13 26 14
No real choice
Needed a job, and firm 
had work
10 13 26 32 22 28
Temporary work and 
stayed
3 6 6
100 100 100
N = 90 68 36
Missing observations 3 6 7
Chi-squared calculated for collapsed data = 31.88,4 doff X ^ 0^01 = 18.47
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The first group included intrinsic reasons and sharply differen­
tiates the high-status category from the other two. Promotion pros­
pects and job interest appear to be much more important to high-status 
women. By contrast the majority of part-time women gave extrinsic 
reasons for choosing the firm, particularly the convenience of hours 
and the prospect of working with people or already knowing people 
employed by the firm. After considerable thought the firm’s reputa­
tion as an employer was placed in this group as it is more likely to 
reflect extrinsic rather than intrinsic rewards.
There was a tendency for the respondents to indicate that they had 
made no real choice at all. These responses were placed in the third 
group. Some of the respondents stated that the firm happened to have 
work, others joined the firm on a temporary basis and stayed. A third 
of the low—status category suggested that they had made no real choice.
Ranked Factors of Importance when Choosing a Job
Respondents were asked to select, from a list of twelve jobs factors, 
the three most important factors and the three least important factors 
to them when choosing a job. The list of factors was adapted from the 
list used by Beynon & Blackburn (1972). Modifications were made so 
that the factors were more applicable to women employed in high-status 
and low-status occupations in retailing. This question appears to 
measure retrospective attitudes but the intention was to measure exist­
ing attitudes. This explains the wording of the job factors, particu­
larly working mth friendly people.
When the data was coded the three most important factors were 
ranked 1, 2 and 3, the three least important were ranked 7? 6 and 5*
The factors unplaced by the respondent were all ranked 4 placing them
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in an intermediate position, A cumulative score, a mean rank score 
and a rank number for each of the factors could then be obtained.
The results are summarised in Table 8.5 and Table 8.6 shows the three 
profiles of mean rank scores for each of the job factors. This table 
helps to clarify the points of similarity and difference between the 
categories.
c:)
If we look first at the factors indicative of a career orientation 
to work we find that the high-status group attributed the greatest 
importance to ’doing a job which is personally satisfying’, ’good 
chance of promotion’ and ’a job with status’. The high-status and 
low-status categories attributed equal importance to security of employ­
ment, The part-time group attached far less importance to these 
factors particularly a job with status and promotion prospects. A 
comparison of the difference in mean rank scores helps to demonstrate 
the different priorities of the three groups. There is a mean rank 
difference of 1.02 between the high-status and low-status categories 
for ’doing a job which is personally satisfying’. The mean rank 
difference between the high-status and part-time categories for ’a good 
chance of promotion’ is also high, 1.43. We can therefore conclude that 
the high-status category attributed far more importance to the job 
factors associated ifith a career orientation than did either of the 
other two categories, particularly the part-time category.
A study of the factors which suggest an instrumental orientation 
to work shows that the low-status category attaches slightly more im­
portance to these factors than the other two groups. Both the high- 
status and low-status categories attach similar importance to pay, the 
mean rank difference is only 0.16 compared with a mean rank difference 
of 0.85 between the
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Table 8.5
The Relative 
importance of Job 
Factors when 
Choosing a 
Job
The Relative Importance of Job
Factors when Choosing a Job
High Status 
Category 
Cum, Mean Rank 
Score Rank No. 
Score
Low Status 
Category 
Cum. Mean Rank 
Score Rank No. 
Score
Part-time 
Category 
Cum. Mean Rank 
Score Rank No. 
Score
Job personally satisfying 201 2.16 1 235 3.18 3 124 2.88 3
Working with friendly 
people
282 ^'3.03 2 208 2.81 1 120 2.79 2
Good pay 301 3.24 3 228 3.08 2 169 3.93 7
Work that suits my 
abilities
307 3.30 4 260 3.51 5 140 3.25 4
Good chance of promotion 347 3.73 5 326 4.41 8 222 5.16 10
Good working conditions 362 3.89 6 257 3.47 4 162 3.72 5
Secure & stable future 363 3.90 7 290 3.92 7 184 4.28 9
Understanding superiors 365 3.92 8 289 3.91 6 169 3.93 7
Job vriith status 451 4.85 9 377 5.09 11 238 5.53 12
Work in easy travelling 
distance
452 4*86 10 343 4.64 10 166 3.86 6
Hours to suit my needs 476 5.12 11 327 4.42 9 115 2.67 1
Good social facilities 553 5.95 12 416 5.62 12 235 5.47 11
N = 93 74 43
low-status and part-time categories. The importance attributed to pay is 
interesting in view of earlier analysis where virtually no reference was made 
to money.
The factors associated with a social orientation to work showed some 
interesting similarities and differences. Overall the part-time cate­
gory ranked these factors higher than the other two categories. All 
three groups ranked working with friendly people high; this supports 
earlier findings and this factor is obviously important to women employed 
in retailing. The mean rank scores for ’understanding superiors’ and
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’work that suits my abilities’ were almost the same for the three 
categories. However, the two remaining factors helped to differen­
tiate between the categories. ’Hours to suit my needs’ was ranked 
number 1 by the part-time category and eleventh by the high-status 
group. The mean rank difference was 2.45» There was a mean rank 
difference of 1.75 between the low-status and part-time group. This 
clearly supports the view that part-time women attf-xbute importance 
to hours to suit their needs.
Work within easy travelling distance is also important to the 
part-time category. This factor was unimportant to the lovf-status 
and high-status group. There was a mean rank difference of 1 between 
the high-status and part-time group.
Table 8.7 summarises the percentage of the category who ranked 
each of the factors 1, 2 or 3, as the respondents were asked to choose 
their three most important factors. This analysis clearly differen­
tiates between the categories and reflects their different orientations 
to work. The high-status category demonstrated a career/social orienta­
tion to work, the low-status category demonstrated a social/instrumental 
orientation to work whilst the part-time category demonstrated a strong 
social orientation to work.
The data was also analysed on the basis of marital status. The 
married women placed slightly less importance on security, status, 
promotion prospects, pay and working conditions. The single women 
ranked convenience of hours, work within easy travelling distance, 
working with friendly people and understanding superiors lower. The 
single women appeared to have more of a career orientation to work 
whilst the married women placed more importance on the factors associated 
with a social orientation.
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Table 8.6 Profile of Mean Rank Scores 
for Job Factors for the Three 
Categories
JOB FACTORS
Career Orientation
Job personally satisfying
Secure & stable future
Job with status
Good promotion prospects
Instrumental Orientation 
Good pay
Good working conditions 
Good social facilities
Social Orientation
Working with friendly people
Understanding superiors
Work in easy travelling 
distance
Hours to suit my needs
Work that suits my 
abilities
High Status 
Low Status ' 
Part-time -
3 4
MEAN RANK SCORES
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Table 8.7 The three most important factors when choosing a
Job Factors
High Status 
Category
Percentage
Low Status
Category
Percentage
Part-time
Category
Percentage
Career Orientation
Job personally satisfying 75 44 51
Secure and stable future • 23 20 4
Job with status 4 43 26 - 18
L.‘
Good chance of promotion 28 14 -
Social Orientation
Working with friendly people 53 65 67
Understanding superiors 13 15 14
Work in easy travelling 
distance
9 38 15 44 21 72
Hours to suit my needs 1 12 66
Work to suit my abilities 38 24 47
Instrumental Orientation
Good pay 40 50 16
Good working conditions 15 19 36 30 14 10
Good social facilities 1 4 -
N =
300 100
93
300 100
74
300 100
43
2
Chi-squared calculated for collapsed data = 19.66,4 d.of f X = l8.47
Attitudes to the Present Job
Respondents were asked to rate each of the job factors as good, 
average or poor for their present job in comparison with previous jobs, 
if any, as a measure of satisfaction with the present job. The analysis 
of the results is shown in Table 8.8. The average rating for all the 
factors is very similar for the three categories. However, there are 
interesting differences between the categories when the averages of 
the factors, asociated vâth the different orientations, are compared.
1,38
Table 8.8 Rating of the Job Factors as a 
Percentage of the Category
Job Factors
High Status
Category
Percentage
Low Status
Category
Percentage
Part-time
Category
Percentage
Career Orientation
Job personally satisfying 70 23 - 7 51 31 18 64 33 3
Secure & stable future 42 49 9 40 46 14 20 73 7
Job with status 35 51 14 26 36 18 3 48 49
Good chance of promotion 39 39 22 29 32 39 19 30 51
Average 47 40 13 37 36 27 24 47 29
Social Orientation
Working with friendly people 82 17 1 81 16 3 73 27
Understanding superiors 47 45 8 59 32 9 63 31 6
Work in easy travelling 
distance
40 36 24 35 47 18 53 29 1G
Hours to suit my needs 22 60 18 44 42 14 60 32 £
Work to suit my abilities 60 34 6 51 36 13 69 25 6
Average 50 38 12 54 35 12 65 27 £
Instrumental Orientation
Good pay 28 54 18 37 44 19 11 72 11
Good working conditions 24 59 17 47 43 10 31 58 11
Good social facilities 18 33 49 21 38 41 29 60 1E
Average 23 49 28 35 42 23 24 61 15
IT = 85 62 36
Missing Observations 8 12 7
Total average 40 42 18 42 38 20 38 45 11
The high-status category was the most satisfied group with the factors 
associated with a career orientation, the part-time category with the 
factors associated ifith a social orientation, and the low-status category 
with the factors associated with an instrumental orientation. Perhaps 
this is an example of aspirations being adjusted to match expectations.
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To obtain a more accurate picture of job satisfaction, Table 8,9 
summarises the average percentage ratings of the four most important 
job factors expressed as a percentage of the category.
Table 8.9 Average percentage of the 4 most important job
Rating
High Status
Category
Percentage
Low Status
Category
Percentage
Part-time
Category
Percentage
Good 60 54 67
Average 32 33 29
Poor 8 13 4
100 100 100
h = 85 62 36
Missing Observations 8 12 7
Chi-squared = 14.27^  4 d.of ^ %'o.01 = '3.28
The high-statu8 respondents appeared fairly satisfied apart from 
with their pay. Only 28^ of the category rated this factor good.
The least satisfied group was the low-status group. Only half felt 
that their jobs were personally satisfying and two-thirds said that 
their’pay was only average or poor. The part-time women appeared the 
most satisfied. At least two-thirds of the category rated their most 
important job factors good compared with 60^ of the high-status category 
and 54^ of the low-status category.
Attitudes to Changing the Present Job
Respondents were asked whether, given complete freedom, they would 
change their jobs within the company. The purpose of this question 
was to establish the extent to which aspirations had already been met.
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Two follow-up questions were asked of those wanting to change a job:
1 The first question asked for choice of job. This question 
was an indirect measure of whether or not the respondent 
wanted promotion. The answer to a direct question does not 
always reflect their true attitudes to promotion. The 
question aimed to differentiate between those with a career 
orientation who wanted promotion and those with a social or 
instrumental orientation who just wanted a change of job.
2 The second question asked for the respondent’s reason for 
choosing the particular job. Answers to this question did 
not produce conclusive evidence to support a particular 
orientation to work, partly because of the small number of 
respondents.
Table 8.10 Whether Respondents would Change their Job
Whether Respondent High Status Low Status Part-time
would change job Category Category Category
Percentage Percentage Percentage
Yes 44 45 14
Wo 56 55 86
100 100 100
W = 84 58 36
Missing Observations 9 16 T
Chi-squared = 9.62, 2 d.of f. X 0.01 = 9-21
From the analysis of whether respondents would change their jobs we 
can conclude that the part-time category were the least interested in 
having a change. Slightly under half of the other two categories 
wanted a change of job. Table 8.9 showed that the part-time group 
were the most satisfied with their present job anyivay. To test whether
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reluctance to change the present job is associated with being older 
or married, these variables were controlled for the high-status and 
low-status categories.
Table 8.11
Would change
Whether Respondents would change 
their Jobs by Age
High Status Category Low Status Category
Percentage Percentage
Yes 48 32 49 31
No 52 68 51 69
1U0 _ 10U TOO 100
H =
Missing Observations
62
9
22 45
16
13
Chi—squared = 1.02,
Id. of f.
3.84
Chi—squared = .644 ,
P Id.of f.
X 0.05 = 3.84
There is insufficient evidence to conclude that age influences 
whether or not respondents would like to change their jobs, but there 
is a tendancy for older women to be less likely to want to have to change.
We can, however, conclude that there is a significant relationship 
between wanting to change jobs and marital status for the high-status 
category as Table 8,12 demonstrates. However, marital status does not 
appear to have much influence on the low-status group.
Respondents desiring a change of job were asked which job they would 
choose in place of their own. Answers were coded as promotion or trans­
fer, depending on job choice. This would differentiate between respon­
dents viewing work in terms of a career and seeing work as a means to 
an end, the change providing a change in routine rather than advancement.
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Table 8.12 Whether Respondents would Change 
their Jobs by Marital Status
Would change 
their job
High Status Category 
Percentage
Low Status Category 
Percentage
Single Married Single Married
Yes 57 26 47 40
No 43 74 53 60
100 100 100 100
N = 49 35 38 20
Missing Observations 9 16
Chi-squared == 9.55 j Chi—squared = .205 ,
Id. of f. Id,of f.
X
0.005 = 7.88 0.05 3.84
Table 8.13 Respondent’s Choice of Job
Respondent’s 
choice of job
High Status Category 
Percentage
Low Status Category 
Percentage
Promotion 72 54
Transfer 28 . . ..46...______
100 100
N = 37 26
Chi—squared = 2.66, Id.of X 0.05 = 3.84
There was no statistically significant difference between the responses 
of the two categories but there was a tendency for more of the high- 
status women to choose a job which represented promotion.
We can therefore conclude from the section on priorities when 
choosing, changing or leaving work, that the three categories do have
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different orientations to work. The high-status and low-status 
categories have more freedom to choose to change their jobs.
Different priorities emerged as important to the different categories 
when making job choices. There are differences in the way the cate­
gories perceive their present jobs, and the part-time category were 
the most content to remain in their present job.
8.3 COMMITMT TO THE FIRM
This dimension was chosen to help differentiate between two groups 
of worker:
a) Those who were involved beyond the demands of the work role,
indicating high commitment and associated mth a career 
orientation to work
b) Those who were not involved with the firm beyond the demands
of the work role, indicating low commitment and associated 
with an instrumental or social orientation to work.
This was a difficult dimension to measure in practice. Length of
service will be taken as an indirect measure of involvement — although 
this is also associated with other factors such as age. Reasons for 
working overtime and whether respondents took work home are more direct 
measures. Finally, the factor given for most disliking the firm does, 
to a certain extent, reflect involvement with the firm.
Length of Service
(b
Length of
Service
High Status
Category
Percentage
Low Status
Category
Percentage
Part-time
Category
Percentage
1 - 2  years 50 64- 39
3-10 years 32 24 24
Over 10 years 18 12 27 ______
100 100 100
H = 93 74 41
Missing Observations __ 2
Chi-squared = 11.59 j 4 d.01 f, X^Q^Q2 = 11.14
Labour turnover in retailing is high; one store in the sample 
estimated 110 per cent a year. Those who are likely to leave do so 
within a year. Therefore perhaps those with three or more years 
service have a higher involvement with the firm than one might normally 
expect. However, length of service is connected with age and as 22^ 
of the high-status and 37^ of the low-status respondents were under 
20 compared with only 4^ of part-time women, this partly accounts for 
the differences: between the categories. However, the figures possibly 
support a higher involvement with the firm shown by the high-status and 
part-time categories.
Working Overtime
Staff employed in retailing are frequently required to work over­
time. For full time staff this means working on days off, on certain 
Bank Holidays and after normal store hours. Part-time staff would be 
required to work on days they would not normally work. To establish 
commitment to the firm, respondents were asked whether they worked 
overtime and, if so, why they worked overtime.
Table 8.15 Reason for Working Overtime
Reason for
working
overtime
High Status
Category
Percentage
Low Status
Category
Percentage
Part—t ime
Category
Percentage
The job/firm 69 45 56
Money 19 33 9
Ho overtime worked 12 22 35
100 100 100
N = 88 67 34
Missing Observations 5 7 9
Chi=squared = 16.72, 4 d.of ^0.005 = 14» 86
145
The reason for working overtime was an open-ended question and 
answers were coded into two categories:
a) Working overtime to help the firm or to complete a job,
suggesting high commitment
b) For monetary return, suggesting low commitment and calcu- 
lative involvement vdth the firm.
Analysis of the results s&iows that commitment to the firm was highest
among the high-status respondents and fairly high among part-time 
respondents. However, nearly a third of the low-status respondents
had a calculâtive involvement with the firm.
Whether Respondents took Work Home
Respondents were asked whether they took work home to differen­
tiate between those with high commitment to the firm who would take 
work home and those with low commitment who would not.
Table 8.16 Whether Respondents took Work Home
Took work 
home
High Status
Category
Percentage
Low Status
Category
Percentage
Part-time
Category
Percentage
Never 62 89 98
Sometimes 38 11 2
100 100 100
N = 92 73 43
Missing Observa­
tions
1 1 —
Chi-squared = 29.41; 2 A'Of X 0.001 = 13.81
Analysis of the responses to this question showed a clear differ­
ence between the high-status category and the other two groups. 38^ 
of the high-status group said that they took work home. In reality 
this figure is probably higher. Respondents were reluctant to admit
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to it, particularly in one company, because it was seen as being in­
efficient. Only one part-time woman and eight low-status women took
work home. These figures partly relate to the nature of work. Most
of the part-time and low-status women were employed in the type of 
work which could not be taken home.
What the Respondent most disliked about
T'
working for their company
Respondents were asked an open-ended question, asking what they 
most disliked about working for their company. Analysis of the re­
sults helped to differentiate between the categories in terms of high 
involvement or low involvement.
Table 8.17 Wbat the Respondent most disliked about
working for their company
Factor most 
disliked
High Status
Category
Percentage
Low Status
Category
Percentage
Part-time
Category
Percentage
Management of the 
firm/ systems
38 38 20 20 9 9
Hours 13 16 5
Pay 10 12 7
Facilities 6 34 8 44 16 32
Promotion prospects 4 3 -
People 1 3 2
Boredom - 1 -
Job itself 1 2
Ho response 28 28 36 36, 59 59
100 100 too
H = 93 74 43
Chi-squared for collapsed data - 19.34 ) 4 &.of f. X 0.001 18.47
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Responses to this question could he divided into three categories: 
a) a dislike of management of the firm and its systems -
this reply could he interpreted as a high degree of involve­
ment with the firm to have actually developed a dislike of the 
way the company was run and its systems operated 
h) replies which reflect neither a high nor a low involvëment
with the firm '
c) non-response - which can possibly be interpreted as low in­
volvement with the firm.
Interpreting the data in this way, we can see that the high-status 
category exhibit a rather higher involvement with the firm than either 
of the other two categories.
We can therefore conclude that the high-status category were the 
most highly committed to the firm. Some of the low-status respondents 
demonstrated a calculative involvement viith the company and both the 
low-status and part-time categories appeared to have a lower commitment 
to the firm.
8.4 NATURE OF IHVOLVEMMT WITH THE JOB
To establish the degree of involvement with the job, respondents 
were asked to rate their job for interest. This differentiated be­
tween those who were highly involved, indicating a career orientation 
to work, and those whose involvement was low, indicating an instrumen­
tal or social orientation to work.
The next questions, related to the nature of involvement with the 
job, and were aimed at identifying those able to perceive their work in 
terms of a career, with prospects of promotion. The questions explored 
not only career aspirations, but also career expectations and produced 
some interesting results as this section vn.ll demonstrate.
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Job Interest
Respondents were asked to rate their job on a scale ranging 
from extremely interesting to completely dull and monotonous. The 
results are summarised in Table 8.18, Answers to this question 
clearly differentiated between the high-status and low-status cate­
gories. The nature of the work of the high-status respondents 
probably helped to make the women feel more involved in the work 
that they were doing. The part-time women rated their work as more 
interesting perhaps because of lower expectations of work in the first 
place.
Table 8.1-8 Respondent’s Rated Interest of the Job
Interest of 
the job
High Status
Category
Percentage
Low Status 
- Category 
Percentage
Part-time
Category
Percentage
Extremely/nearly 
always interesting 67 67 38 38 53 53
Sometimes dull 27 33 46 62 37 47
Mostly/completely dull 6 16 10
100 100 100
H = 92 73 43
Missing Observations 1 1
Chi—squared calculated for collapsed data = 13-82^2d.of f.
0.001 13.81
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Career Aspirations
Table 8.19 Whether Respondent would like
7'Tiether Respondent 
would like 
Promotion/Purther 
Promotion
High Status
Category
Percentage
Low Status
Category
Percentage
Part-time
Category
Percentage
Yes 77 53 7
No 23 47 93
100 100 100
N = 77 58 30
Missing Observations 16 16 13
Chi—squared for collapsed data = 43.00^ 2 d.of f. 001 “ '3.81
The question asking respondents whether they would like promotion/ 
further promotion was particularly helpful when differentiating between 
the categories. The majority of high-status respondents had career 
aspirations. By contrast virtually none of the part-time women 
wanted promotion. Just over half the low-status category wanted 
promotion. Elaboration by age and marital status for the high-status 
and low-status categories produced some interesting findings.
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Table 8.20 Respondent would like Promotion/ 
Further Promotion by Age_______
Whether Respondent 
would like
High Status Category Low Status Category 
Percentage Percentage
Promotion Up to 35 35 & over Up to 35 35 & over
Yes 82 61 60 29
Ho 18 39 40 71
100 100 100 100
H = 60 18 45 14
Missing Observations 15 15
Chi-squared =
J
0.05/ -,
2.69; Chi-squared 
d.of F,
3.84 X
= 2.69,
1 d.of f. 
= 3* 84
Whilst the results are not statistically significant, they do 
show interesting differences between the two categories. Age has far 
less of an effect on the aspirations of the high-status category than 
on those of the low-status category. The reason for this may partly 
be attributed to differences in expectations which will be discussed 
later.
Analysis of the high-status category by marital status shows a
statistically significant difference between the aspirations of single
and married women. Rather more of the single women wanted promotion.
The same tendancy was apparent among the low-status women. We can
un
therefore conclude that young^married high-status women are the most 
highly involved with work in career terms, and that the part-time 
category are the least interested in promotion.
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Table 8.21 Whether Respondent would like Promotion/
Further Promotion by Marital Status
Whether Respondent 
would like
High Status Category 
Percentage
Low Status Category 
Percentage
Promotion Single Married Single Married
Yes ' 88 60 , 60 43
No 12 40 40 57
100 100 100 100
N = 30  ^' 48 21 37
Missing
Observations
15
Chi—squared = 8. 
X 0.005 "
90,
d.of f. 
88
15
Chi-squared = 2. 87,
1 d.of f.
X 0.05 = 3.84
Career Expectations
Respondents were asked whether they felt they could be promoted,
to see whether career aspirations reflect career expectations. The
results are summarised in Table 8.22.
Table 8.22 Whether Respondents felt they could
be Promoted
Whether Respondents 
felt they could be 
Promoted
High Status
Category
Percentage
Low Status
Category
Percentage
Part-time
Category
Percentage
Yes 75 46 18
No 25 54 82
100 100 100
N = 90 68 38
Missing
Observations
3 6 5
Chi-squared = 33.26 , 2 d.of f. = 13.81
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If we compare Table 8.19 with Table 8.22 we find that aspirations 
and expectations are fairly similar for the high-status group, expec­
tations are slightly higher than aspirations for the part-time group 
and the reverse for the low-status group. Nearly half the low-status 
category felt they could be promoted, which goes against the theory of 
a secondary sector with limited promotion prospects. ,Once more the 
data was analysed by age and marital status.
Table 8.23 Whether Respondents could be Promoted by Age
High-8tatus Category Low-Status Category
Could Respondent 
be Promoted
Percentage
Under 35 35 & over
Percentage
Under 35 35 & over
Yes 84 4Ü 52 25
No i6 52 48 75
100 100 100 100
N = 67 23 52 16
Missing observations 3 6
Chi-squared = 12.02 , Chi—squared = 1.46,
1 d.of = 3:84
Analysis on the basis of age produced some interesting results, al­
though the results for the low-status group are not statistically signifi­
cant. Comparing Table 8.20 with 8.23, expectations and aspirations of 
promotion are very similar for the under 35 a-ge group. However, expecta­
tions fall very sharply with age and in the case of the high-status group 
expectations are lower than aspirations for women over 35»
Table 8.24 gives a useful insight into the expectations of promotion 
of single and married women. Expectations are much lower for married 
women. For highr-status single women, expectations are slightly lower 
than aspirations, the gap between expectations and aspirations is wider 
for the married women. The difference was even more pronounced for the 
married low-status women.
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Table Ü.24
Could Respondent
Whether Respondents could be 
Promoted by Marital Status
High-Status Category 
Percentage
Low-Status Category 
Percentage
be Promoted Single Married Single Married
Yes 91 51 57 25
Ho 9 49 43 75
100 100 100 100
N = 0 55 35 44 24
Missing Observations 3 6
Chi—squared = 14.52, Chi—squared = 5.90, .
1 d.of f.X^Q 001= '0.83 1 d.of f.X^0 Q^ = 3.Ü4
These findings have important implications for the study of orientations 
to work. High-status women, particularly the young single women, are 
more able to perceive work in terms of a career than either the low-status 
or part-time categories. The part-time category had very low expecta­
tions and aspirations of promotion. This section has, however, demon­
strated that rather more of the low-status group, particularly the young, 
single women are more likely to perceive work in terms of a career, than 
was originally expected.
8.5 COMMITMENT TO WORKING
This section will investigate the extent to which the different 
categories have a high or low commitment to working. The first question 
to measure this dimension asked married women whether they had always 
worked since they had been married. The second question asked respon­
dents whether they would still work if they inherited a large sum of 
money.
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Whether Married Women had Always Worked
Table 8.2$ Whether Married Respondents
Whether Married 
Respondent had 
always Worked
High Status
Category
Percentage
Low Status
Category
Percentage
Part-time
Category
Percentage
Always worked since 
marriage
8l 71 22
Hot always worked 
since marriage
19 29 78
100 100 100
H = 31 24 34
Missing Observations 11 4
Chi—squared = 26.95; 2 d.of f. x'o.001 = 13.81
Analysis of whether married respondents had always worked since 
marriage clearly differentiated between the part-time category, who 
had a much lower commitment to work, and the other two categories.
This factor is likely to relate to position in the family cycle and 
supports the view that the part-time category have a very different 
orientation to work from the other two categories. Both these cate­
gories appear to have a much higher commitment to working.
Morse & Weiss (l955) fi^ st asked the question ’If you inherited 
a large sum of money would you still work?’. The validity of this 
question has been challenged because it is a hypothetical question. 
VJhibt the answer might not be a true indication of how people would 
behave if they inherited money, it does help to differentiate between 
those who have a high commitment to work and those with low commitment 
as Table 8.26 demonstrates.
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Table 8,26
VJbether Respondent 
would still Work
Whether Respondents would still Work 
if they Inherited a large sum of Money
High Status
Category
Percentage
Low Status 
Category
Percentage
Part-time
Category
Percentage
Yes 82 65 49
No 18 35 51
100 100
C':
100
N = 76 55 33
Missing Observations 17 19 10
Chi-squared = 12.45, 2 d.of f. = 10.83
Results support the view that high-status respondents have a much 
higher commitment to working than the other two categories. However, 
even in the part-time group 49% said that they would still work.
Further analysis of the responses of the high-status and low-status 
categories controlling for age and marital status did not produce any 
statistically significant findings.
We can therefore conclude from this section that the high-status 
respondents have a very high commitment to working, particularly com­
pared with the part-time category. The majority of the latter group 
had experienced discontinuous work patterns and just about half this 
group felt that they would stop work if they inherited a large sum of 
money.
8.6 nWOLVEMENT WITH THE WORKGROUP
Analysis so far has shown that social contacts and workmates play 
a significant part in the lives of the sample. The aim of this section 
is to attempt to differentiate between the categories in terms of their
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involvement with their workgroup and fellow workers. It was first 
necessary to establish whether the sample saw themselves as a member 
of a workgroup. Respondents were then asked how they would feel if 
asked to move departments to differentiate between those with high in­
volvement and those with low involvement at work. To see whether 
this involvement extended outside work, respondents were asked whether 
they saw any people with whom they worked outside work.
Member of a Workgroup
Table 8.27 Member of a Workgroup
Member of a 
Workgroup
High Status
Category
Percentage
Low Status
Category
Percentage
Part-time
Category
Percentage
Yes 74 73 77
Ho 26 27 23
100 100 100
H = 90 70 43
Missing
Observations 3 4
Chi-squared = 0 .2 1 ,  2 d.of f. == 5.99
The findings of whether respondents saw themselves as a member 
of a workgroup are not statistically significant but we can conclude 
that there is a tendancy for the whole sample to see themselves as a 
member of a workgroup. All of these rated their workmates as friendly. 
What did vary was the nature of involvement with workmates as Table 8.28 
demonstrates. Involvement at department level is clearly fajr more 
important to the lo'w-status and part-time respondents than to the high- 
status respondents. The low-status and part-time respondents are
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working with people of equal status vjith whom they are able to form 
friendships whereas the high-status respondents are working with 
subordinates. For the latter group, a move of department is more 
likely to mean advancement and would therefore be looked upon favourably. 
High-status respondents said they were prepared to move because they 
enjoyed the challenge of a new department, the variety of work and be­
cause moving was beneficial for their careers. By contrast many of 
the low-status and part-time respondents did not want to move because 
they liked the people with whom they worked.
Table Ü.2Ü How Respondents would feel if
Attitude to 
being Moved
High Status
Category
Percentage
Low Status
Category
Percentage
Part-time
Category
Percentage
Very upset 15 37 23
Fairly upset 16 31 22 59 28 51
Hot much bothered 17 5 9
Hot bothered at all 17 68 10 41 7 49
Ho response 16 22 19
Moved around anyway 18 4 14
99 100 100
Chi-squared = 12.92, e d.of f. X Q^ QQ^ = i0»60
Meeting People from the Company 
Outside Work Hours
Wtien the respondents were asked whether they met people from the
company outside work, a rather different picture emerged as can be seen
in Table 8.29» The high-status category appeared to have the highest
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involvement with colleagues. By contrast only about a quarter of 
the part-time women saw workmates outside work hours. The low-status 
group was equally divided between those who did socialise with workmates 
outside work and those who did not.
Table 8.29 Whether Respondents met People from
Met People outside 
Work Hours
High Status
Category
Percentage
Low Status
Category
Percentage
Part-time
Category
Percentage
Yes 55 50 26
Ho 45 50 74
100 100 100
H = 79 61 38
Missing Observations 14 13 5
Chi—squared = 8.89, 2 d.of %'o.02 = T-38
This section has demonstrated some interesting differences between 
the categories. High-status respondents do not focus upon the work 
group for their social relationships. This group is more likely to 
develop friendships with people of equal status from other departments. 
Consequently involvement with the workgroup is low, whereas involvement 
vzith colleagues is high. The other two groups build up friendships 
with the people with whom they work. Involvement whilst at work is 
quite high for the part-time women but this involvement stops at work. 
They are the least likely to socialise outside work, unlike the low- 
status group. At least half saw workmates outside work.
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8.7 ORIENTATIONS ANALYSED BY STORE
The main focus of the study is upon the association between job 
choice and orientations of the. women to work. However, because the 
sample was drawn from four different locations, this factor should 
not be over-looked. The purpose of this section is to make compari­
sons between the women employed in the different stores: no definite
conclusions can be drawn because of the way the sample is distributed 
between the categories at each of the stores (see Table 8.30).
Table 8.30 Distribution of the Sample between the Categories
Category
Store A 
Located in 
Croydon 
Percentage
Store B 
Located in 
London 
Percentage
Head Office 
Located in 
London 
Percentage
Store D 
Located in 
Croydon 
Percentage
High-status 48 50 71 16
Low-status 32 32 26 42
Part-time 20 18 3 42
100 100 100 100
N = 63 71 38 38
The distributions at Stores A and B are similar but the majority of the 
women drawn from Head Office C are high-status, and low-status or part- 
time from Store D. A range of attitude measures have been selected, 
namely, the reason for joining the firm, whether the respondents would 
change their jobs, whether respondents took work home, and why respon­
dents worked overtime.
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Table 8.31 Reason for Joining Firm by Store
Reason for 
Joining
Store A 
Percentage
store B 
Percentage
Head Office C
Percentage
Store D 
Percentage
Intrinsic Rewards
Prospects of Training/ 15 25 30 7
Promotion
Job itself/type of work 24 61 19 6i 23 59 3 32
Firm’s reputation 22 17 6 22
Extrinsic Rewards
Money 2 - - 7
Working ifith people/ 14 21 15 20 23 23 15 29
knowing people
Convenient hours 5 4 - 7
Ho Choice
Heeding a job and 9 18 20 19 18 18 26 39
firm had work
Temporary work and 9 — — 13
stayed
100 100 100 100
H = 58 69 38 35
Missing Observations 5 2 - 3
Chi-squared calculated for collapsed categories = 10.79, 6d.of f. 0.05
= 12.59
Analysing the reasons for choosing the particular company did not 
produce statistically significant results. There are no strong varia­
tions when Stores A, B and Head Office C are compared. However, a 
much higher proportion from Store B appeared to have made no meaningful 
choice to join their particular company.
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Table 8.32 Whether Respondents would Change 
their Job by Store
Would change 
their Job
Store A 
Percentage
Store B 
Percentage
Head Office 
Percentage
Store D 
Percentage
Yes 24 44 49 44
No 76 56 51 56
100 100 100 100
N = 56 61 37 27
Missing Observations 7 10 1 1
Chi-squared = 8.37, 3d.of f. X^ ^ ^ = 7.81
The respondents in Store A are less likely to want to change their 
job than those in the other stores and Head Office. The store itself 
might have had some influence on this response. There are also a 
higher proportion of women in the over 35 age group and rather more 
have been in the company over ten years, which may have had some effect.
Table 8.33 Whether Respondents took Work
Whether Respondents Store A Store B
c
Head Office Store I)
took work Home Percentage Percentage Percentage Percentage
Yes 84 84 50 92
No 16 16 50 8
100 100 100 100
N = 62 71 38 38
Missing Observations 
Chi-squared = 25.73, 3J*of f. X
2
0.001 = 16.27
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Analysis of whether respondents took work home shows no marked 
differences between the stores. However, a much higher proportion 
from Head Office took work home. This can partly be explained by 
the different type of work carried out at Head Office but commitment 
to the firm and the job is perhaps higher amongst those respondents. 
This aspect was further explored .by analysing why the respondents 
worked overtime,
I.,.)
Table 8.34 Why Respondents worked Overtime by Store
Why Respondent 
worked Overtime
Store A 
Percentage
store B 
Percentage
c
Head Office 
Percentage
Store D 
Percentag
For the Job/firm 62 50 83 43
Money 17 25 14 23
Hid not work overtime 21 25 3 24
100 100 100 100
H = 52 68 36 33
Missing Observations 11 3 2 5
Chi-squared = 1 6 .6 4 , 6d.of X 0.025 = 14.45
Analysis shoivn in Table 8.34 demonstrates a high degree of commit­
ment to the firm amongst the women employed at Head Office. Only one 
person did not work overtime and the majority did so to complete their 
work or for the benefit of the firm. Commitment at Store A was slightly 
higher than at the other two stores.
This section has shown certain statistically significant differences 
between the attitudes held at the different stores. Ho attempt will 
be made to draw any conclusions other than to say that the sample drawn 
from Head Office do appear to hold rather different attitudes from the 
women employed in the stores which may have biased the findings of the 
main study slightly.
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8.8 SUIMARY
The findir]gs of this chapter have demonstrated that there are 
three distinct orientations to work, associated with each of the job/ 
career choices available. The orientations are summarised below,
8.8.1 Hiffh-Status Category
The women in the high-status category perceive work in terms of 
a career. They mainly give voluntary reasons for leaving 
previous employment and quite a high proportion place emphasis 
on promotion and job prospects when making the change. Analysis 
of previous employment shows that this category are far more 
likely to have had other jobs in retailing. These findings 
support the view that the women in the category have made planned 
job moves to improve career prospects, rather than moving simply 
for a change or for extrinsic rewards.
Ranking factors of importance when choosing a job shows that 
emphasis is placed on factors associated with a career orienta­
tion to work, and little importance to the factors associated with 
an instrumental orientation, except for pay. The women also 
rank working with friendly people high, a factor associated with 
a social orientation to work.
Analysis of the degree of commitment to the firm shows that the 
high—status category are committed to the firm beyond the demands 
of the work role. The women are more likely to work overtime, 
and take work home more often than the other two categories.
They also indirectly reveal higher commitment by expressing dis­
satisfaction with the way the firm is managed. This suggests
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that their involvement is such that they really care how the 
firm is run.'
nature of involvement with the job was assessed by measuring level 
of job interest and the nature of career aspirations and expecta­
tions. The high-status category find their work much more inter­
esting than the other two categories, making involvement with the 
job easier. Analysis of career aspirations and career expecta­
tions show that the majority of high—status women want promotion 
and mainly see this as a possibility. However, expectations 
decrease with age and marriage.
The high—status category have a very high degree of commitment 
to working. The majority of married women in the category have 
always worked since they were married. Most of the category say 
they would still work even if they inherited a large amount of 
money.
Involvement with workmates outside work is also quite high, in­
dicating that the high—status category do not sharply differen­
tiate between work and home life. However, their involvement 
with their workgroup is such that they are quite prepared to 
move departments, if necessary, to further their career.
8.2 Low-Status Category
The women in the lovî-status category view their work in social/ 
instrumental terms. They have mainly left previous employment 
voluntarily because of boredom or dislike of the job. Their 
choice of company is influenced equally by extrinsic rewards, 
intrinsic rewards and no real choice at all. Just under half 
have had previous retail experience, the rest have moved from
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industry to industry looking for escape from "boredom, and a 
change in routine.
The ranking of factors of importance when choosing a job supports 
the view that the low-status group have a social/instrumental 
orientation to work. Nor much emphasis is placed on the factors 
associated with a career orientation to work.
Commitment to the firm is low amongst the women in the low-status 
category. Two-thirds of the sample have only up to two years 
service with the company. Quite a high proportion who work over­
time demonstrate a calculâtive involvement with the firm. Only 
a few of this category take work home, partly a reflection of the 
nature of the work. Dislikes about the firm mainly focused on 
extrinsic factors.
The low-status category do not find their work particularly in­
teresting. About half of the category would like promotion.
This proportion decreases sharply for the over 35 age group and 
for the married women. This is a good example of aspirations 
being adjusted to match expectations; only very few of the older 
women and the married women felt they could be promoted. We can 
therefore conclude that the low-status group are less likely to 
be involved with the job in terms of a career than the high-status 
group, perhaps largely because they have much lower career expec­
tations.
Commitment to working, however, appears quite high for this 
category. The majority of married women in the category have 
always worked and two—thiids of the category feel they would still 
work even if they inherited a large sum of money. Involvement 
with the workgroup is also high.
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8. 8.3 The Part-time Category
The part-time category show a strong social orientation to work. 
They can be clearly differentiated from the other two categories 
when reasons for leaving previous employment are analysed, the 
majority have given involuntary reasons such as marriage and 
family commitments. This supports the view that the part-time 
women view their work of secondary importance to the fdi'fillment 
of their domestic role.
Over half have chosen to work in retailing for the opportunity 
it provides for contact with people. The nature of work is 
also important. However, rather fewer in this category have 
previous retailing experience, suggesting that like the low- 
status category they have limited job choice. This certainly 
proved to be the case when priorities for choosing their particu­
lar company were analysed. Where a meaningful choice is made 
mainly extrinsic reasons are given, such as contact with people, 
and hours to suit their needs. When ranking factors of import­
ance when choosing a job, this category demonstrate a clear social 
orientation to work.
If we take length of service as an indicator of commitment to the 
firm then the part-time ; category exhibit quite a high commitment. 
They are also much more likely to work overtime to help the firm 
than for instrumental reasons. However, they do not take work 
home and few express dislikes about working for the company.
This could either be interpreted as lower expectations of work, or 
a high degree of loyalty being shown by this category.
The part-time category show a much lower commitment to the job
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and to working. Their career aspirations and expectations are 
low. The majority have experienced discontinuous work patterns 
and only half feel they would still work if they inherited a 
large sum of money. Involvement with the workgroup is high 
whilst at work, hut this group clearly separate their work and 
home lives, only a small proportion socialise with their work­
mates outside work hours.
We can therefore conclude that each of the categories show quite 
a distinctive orientation to work. The high-status category 
perceive their work in terms of a career placing emphasis on 
intrinsic factors. The part-time group have a strong social 
orientation to work, whereas the loi^status category exhibits a 
social/instrumental orientation to work rather than a clear 
instrumental orientation as hypothesised.
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CHAPTER 9
CONCLUSIONS
The aims of this research have been to bring together two 
distinct themes in the literature, into a hypothesis, which vnll 
permit a focus on women in the labour market. In particular, 
attention has been directed to a study of the orientations of women, 
employed in retailing, at different levels in the occupational 
structure.
Three categories of worker have been identified as representing 
possible job/career choices. These are the high-status category in­
cluding women employed full-time in ’senior positions’, the low-status 
category including women employed full-time in jobs with no special 
status. The third group, the part-time category, includes the 
women employed part-time mainly icLthout special status.
A study of the relationship between social background and job 
choice has shown that clear associations exist between the two.
In particular socio-economic background position in the family cycle 
and education and qualifications all have statistically significant 
associations with present job choice in retailing. These findings 
are consistent with previous research into background factors assoc­
iated with orientations to work, and factors influencing occupational 
choice.
In the case of female retail workers, possibly the two most 
important factors associated with job choice are position in the 
family cycle and socio-economic background. Position in the family 
cycle differentiated sharply between those women who chose to work
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full-time and those choosing part-time employment. The full-time 
women were mainly young and single, or recently married without 
children, whereas the part-time women were much older, mainly 
married with children. This finding suggests that working full-time 
in retailing is incompatible with the role of housewife and mother.
Socio-economic background'also helps to differentiate between 
the Categories. Women from upper-middle class backgrounds are more 
likely to aspire to careers and be employed in high-status positions. 
Those from lower—middle class and working class backgrounds are more 
likely to be employed in low-status positions. The part-time women 
are mainly from working class backgrounds, who have experienced up­
ward social mobility in marriage. Perhaps for this reason they have 
chosen retail work in preference to factory work.
The review of literature supported the view that three distinct 
orientations to work exist. This study has focused on orientations 
and has shown that the three categories of employee identified do 
hold distinct orientations to work. This is demonstrated particularly 
by:
9.1 Priorities VJhen Leaving
Previous Bnployment
The study has shown an association between reasons given for 
leaving previous employment and present job choice. Factors assoc­
iated with the job itself, particularly promotion and better prospects, 
influenced the high-status category. Similar factors influenced the 
low-status group, whereas the part-time women were forced to view 
work from the married women’s perspective. They mainly gave involun­
tary reasons such as marriage, moving home and starting a family.
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9» 2 Previous Job History
The high-status category very much perceived their work in terms 
of a career. The majority had previous retail experience whereas 
the other two categories, with fewer opportunities available, seemed 
to make job moves to alleviate boredom and for the sake of a change 
in routine.
9* 3 Choice of Company
There is a highly statistically significant association between 
choice of company and job category. The high-status category mainly 
based their choice on intrinsic rewards. By contrast the part-time 
women stressed extrinsic rewards, whilst the low-status category were 
equally divided. However, the latter two categories also indicated 
that no meaningful choice had been made; they were limited by the 
opportunities available to them.
9«4 Ranking Job Factors
The high-status category ranked ’doing a job which is personally 
satisfying’ and ’good chance of promotion’, both indicative of a 
career orientation, much higher than the other two categories. The 
part-time category ranked ’hours to suit my needs’ and ’work vfithin 
easy travelling distance’, much higher supporting a social orientation 
to work. The low-status category attached importance to working 
with friendly people and good pay, suggesting a social/instrumental 
orientation to work. Further analysis showed clear associations 
between the importance of particular job factors and the three job 
categories.
9.5 Commitment to the Firm
The high-status category were far more prepared to work beyond
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the demands of the work role, indicating high commitment to the 
firm which is associated with a career orientation to work. The 
other two categories had a much lower commitment to the firm suggest­
ing a social or instrumental orientation to work,
9.6 Nature of Involvement with the Job
There were highly significant associations between career aspira­
tions, career expectations and job category. This section produced 
some very interesting findings, particularly by comparing career 
aspirations with career expectations. As one would expect, career 
aspirations were very high for the high-status category, and surpris­
ingly quite high for the low-status category, and very low for the 
part-time women. Aspirations and expectations were quite well 
matched for each of the categories. However, further analysis con­
trolling for age: and marital status produced important findings. 
Expectations and aspirations of promotion decrease with age and being 
married. In the case of married women expectations are much lower 
than aspirations.
9.7 Commitment to Working
The study has shown highly significant associations between 
commitment to working and job category. Those who chose to work 
full-time have a much higher commitment to working than those choos­
ing part-time employment.
9. W Involvement with the Workgroup
There is a clear association between involvement vdth the work­
group and job category. The high-status category had a low involve­
ment, being prepared to move departments to further their careers. 
Involvement was high in the other two groups. However, the high-
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status group was less likely to separate work and home life. They 
socialised with fellow workers outside work, unlike the part-time 
category, who clearly separated home from work.
From the findings the conclusion can he drawn that there is 
a different, distinctive orientation to work associated with each
of the job/career choices possible in retailing. The high-status
V  'women clearly perceived their work in terms of a career, attaching 
importance to intrinsic factors at work. They were highly involved 
with their company, their job and their fellow-workers.
The part-time category had a very different orientation to work. 
Work was of secondary importance to the fulfillment of their domestic 
role. They attached importance to social contacts at work and 
looked for a job which offered hours compatible with their non-work 
role. They were definitely not interested in promotion but this may 
be an example of aspirations being adjusted to match expectations. 
However, commitment to working was also lower.
The orientations to work of the lovî-status category did not 
support the hypothesis of an instrumental orientation to work. It 
is probably best described as social/instrumental. Throughout the 
analysis there was evidence of importance being attributed to social 
contacts at work, as well as working being viewed as a means to an 
end.
This study has demonstrated that a range or orientations of 
women to work may exist. It helps to explode the popular myth 
of women working for pin money and having an aptitude for routine 
and monotonous work. If we compare the findings of this study with 
those of Beynon & Blackburn (19T2), important differences emerge
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between female retail workers and female factory manual workers.
In particular, retail workers demonstrate a much stronger social 
orientation to work and a lower instrumentality than was found 
amongst the female operatives. The women in this study have 
possibly made the choice to work in retailing because of the oppor^ 
tunities provided for social contact. Alternatively job experience 
may have altered their orientations to work.
C :
Whilst this study has been able to investigate certain factors 
associated with job choice, and has described particular orientations 
to work in retailing, it has been unable to resolve the empirical 
problem of the causal connection between social background, orienta­
tions to work and job choice. The main debate so far has been 
whether —
1 prior orientations to work develop as a result of particu­
lar non-work factors which give rise to a clear job choice 
and a workforce with homogenous orientations to work, or
2 does socialisation in the workplace give rise to particular 
orientations to work?
This study has been able to demonstrate the importance of age 
and marital status on orientations to work. However, what is needed 
is further analysis, using multiple regression techniques to try and 
and establish causal connections between social background and orienta­
tions to work.
A more positive contribution to further understanding of orienta­
tions to work may be gained by conducting a longitudinal study. This 
might help to establish the extent to which orientations to work remain 
unchanged in different contexts — for example, job choice, promotion, 
and leaving employment. It may also clarify the influence of varying
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positions in the family cycle on orientations to work.
The study has been able to evaluate the extent to which a 
primary and secondary sector labour market exists., as defined by 
Barron & Norris (1976), and to see the extent to which women are 
confined to secondary sector work. The occupational structure in 
retailing is such that it can be divided into:
1 Primary Sector Work - jobs with a definite career path'p 
with greater intrinsic satisfaction, better pay and better 
fringe benefits
2 Secondary Sector Work — low paid routine jobs with lower 
fringe benefits.
However, this study has been able to show that women are employed 
in primary sector jobs. There is not the major structural barrier 
suggested by Barron & Norris; there is clearly opportunity for move­
ment from secondary sector work to primary sector work. This is 
only true for women employed full-time. Practically all the women 
employed part-time are in secondary sector work with no opportunity 
for promotion.
Analysis of the number of women employed at different levels 
in the occupational hierarchy does, however, show a preponderance 
of women at the bottom of the hierarchy and none at the top of the 
hierarchy. Several researchers have tried to explain the position 
of women in the occupational structure. The employers interviewed 
maintained that there were equal opportunities available for women. 
What seems possible, having studied the orientations of irhe women, 
is that career expectations are lowered when women marry which are 
interpreted by employers as a reluctance to accept promotion.
Gradually aspirations are adjusted to match expectations.
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We can therefore conclude that this study has made a contribu­
tion to the understanding of orientations to work by providing an 
insight into the orientations of female retail workers. It has 
identified certain background factors associated with job choice 
but further research is needed before any causal connections can 
be established.
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APPENDIX I
THE QUESTIONNAIRE.
ATTITUDES OP WOMEN WORKING IN DEPAR'BffiNT STORES
SECTION I - PREVIOUS JOBS
I should like to start off by asking you some questions about the 
jobs you have had before joining th,iq company. If you have had 
no previous jobs please write NONE and proceed to Section II.
1. How many jobs have you had before joining this company?
2. Please complete the following information
What were these jobs? Length of Why did you leave?
Employment
(i) Previous job
(ii) Job before that
(iii) Job before that
(iv) Job before that
(v) Job before that
(vi) Job before that
(vii) Job before that
(Job History
Previous employment in retailing - priority when leaving work)
(Reason for Leaving 
Priority when leaving work)
(Job Category - Goldthorpe Hope Social Gradings of Occupations (1974)
Retail Experience
Yes - 1
No — 2
Both - 3
No Response - 9
Reason for Leaving
0 - No Response
1 - Marriage/Pregnancy/Pairily
2 - Boredom/Por a Change
3 — Promotion/Better Prospects
4 - Moving House
5 - Redundancy
6 - Dislike of Work
7 -  Pay
8 — To Travel
9 - Other
SECTION II - YOUR PRESENT JOB
I should now like to ask you some questions about the jobs you 
have had in this company, the work you do and the people with whom 
you have contact while you are working.
3. When did you first come to work for this company?
(Length of Service - commitment to the firm)
4- (i) What made you decide to join this company?
(Priority when choosing work)
Source Beynon & Blackburn (1972) 0-,Other
• 1—Needed Job
2- Money
3— Temporary Work
4— Prospects/Training
5- Company’s reputation
6— Job Itself
7- Hours
8- People/Kuew people 
9“ No Response
(ii) Why did you want to work in retailing?
(Priority when choosing work) 0- Other
1- People
2- The Work
3- Previous experience 
4_ Mork easily obtainable 
5“ Prospects
6- Pt.Work/Hours 
7“ For a Change
9— No Response
What do you most like about working 
for this company?
(commitment to firm)
Source Beynon & Blackburn (1972) 1 - People
2 — Store Atmosphere
3 - Interesting Work
4 - Benefits/Facilities
5 - Hours
6 — The Company’s Size
7 - Prospects/Training 
9 - Ho Response
What do you least like about working 
for this company?
(commitment to firm)
Source Beynon & Blackburn (1972)
(i) Are you thinking of leaving? 
(Satisfaction with present job)
(ii) If you are, have you done 
anything about leaving?
9 -
Other
Boredom
Hours
Pay/Fringe Benefits
Working Conditions
Prospects
The Job
People
Management of 
the Company 
Ho Response
Yes
Ho
Ho Response
Yes
Ho
Ho Response
How many jobs have you had since you 
joined this company? Please tick the 
appropriate box.
1 1
2 2
3 3
4 4
More 
than 4 5
H.R. 9
49. What were these jobs? Please complete the information below 
What were these jobs? Length of the job Reason for change
1.
2.
3.
4.
5.
6.
10. Have you been officially promoted since you 
have been with this company? Please tick 
appropriate box. YES 1
HO 2
H.R. 9
11. (i) What is your present job?
(Job Category Goldthorpe Hope Social Grading of Occupations)
(1974)
(ii) Which department are you in?
12. What do you have to do in your job? (Please give details 
of your responsibilities).
13. Who tells you what to do? (To whom do you report?)
14» Who do you see as your real boss?
515. For how many people's work are you responsible, 
if any?
Degree of Responsibility
16, Do you prefer this to previous jobs, or not? Don’t know 0 
Please tick the appropriate box.
(Satisfaction with Present Job)
Source Goldthorpe et al (1968)
YES I
HO 2
HO PREV­
IOUS JOB 3
If you have answered yes, why do you 
prefer this job?
H.R. 9
0 - Other
1 - Responsibility
2 - Advancement
3 - Job Itself
4 - People
5 - Hours
6 - Gompany/lgt.
7 - Pay/Fringe Benefits 
9 — Ho Response
Hot Applicable
If you have answered no, which job 
did you prefer?
17. (i) Could you be promoted/further promoted?
(Hature of Involvement with the job - 
career expectations) YES I
HO 2
H.R.
(ii) Would you like to be promoted/ 
further promoted?
(Hature of Involvement with the job 
career aspirations)
YES 1
HO 2
DOH’T
KNOW 3
H.R.
(iii) If you would like promotion, why 0 - Other
is this?
(Hature of Involvement with the 
jot)
1 - Trained
2 - Responsibility
3 - Pay
4 - Job Satisfaction
5 - Achievement
6 - Challenge
7 - Status
9 - Ho Response/
Hot Applicable
17• (iv) How far would you like to 
Contd. progress?
(strength of career 
aspirations)
1 - Up 1 Level
2 - As far as possible
3 - To the board
4 - Own Business 
9 - Ho Response/
Hot Applicable
(v) If you do not want promotion, 
why is this?
- (Reason for nature of involvement 
with the job)
18.
0 - Other
1 - Do not want
Responsibility
2 — Part-time
3 - Family commitments
4 — Age
5 - Progressed far enough
6 — Outside interests
7 - Content
9 - Hot applicable/
Ho Response
Please study the factors listed below and decide which are 
the THREE MOST LMPORTAHT factors to you in your present job 
and number them 1, 2 and 3 accordingly, 1 being the most 
important.
(i) Working with friendly people
(ii) Good pay
(iii) Good working conditions
(iv) Work that suits my 
abilities
(v) Working within easy 
travelling distance
(vi) Hours to suit my needs
(vii) Doing a job which is 
personally satisfying
(viii) Having understanding 
superiors
(ix) Having a reasonably secure 
and stable future
(x) Having a job with status
(xi) Good chance of promotion 
(xii) Good social facilities
(Priorities when 
choosing work)
Source Beynon & 
Blackburn (1972)
Question l8 & 19
1 =  1 
2 =  2
3 = 3
4 = not chosen 
5 = 3
6 =  2 
7 = 1
719» Please would you now decide which are the THREE LEAST
IMPORTAHT factors and number them 1, 2 and 3 accordingly, 
1 being the least important.
(i) Working with friendly people
(ii) Good pay
(iii) Good working conditions
(iv) Work that suits my abilities
(v) Working within easy travelling 
distance
(vi) Hours to suit my needs
(vii) Doing a job which is personally 
satisfying
(viii) Having understanding superiors
(ix) Having a reasonably secure and 
stable future
(x) Having a job with status 
.(xi) Good chance of promotion 
(xii) Good social facilities
20. Please would you now rate each factor good, average, or poor, 
for your present job in comparison with previous jobs, if any
Good
• (i) Working with friendly 
people
(ii) Good pay
(iii) Good working 
conditions
(iv) Work that suits 
my abilities
(v) Working within easy 
travelling distance
(vi) Hours to suit my 
needs
(vii) Doing a job which is 
personally satisfying
(viii) Having understanding 
superiors
Average Poor Comments
1 = good
2 = Average
3 = Poor 
9 = H.R.
20, Contd.
(ix) Having a reasonably 
secure and stable 
future
(x) Having a job with 
status
(xi) Good chance of 
promotion
(xii) Good social 
facilities
Good Average Poor Comments
(Level of satisfaction with present job)
Source Beynon & Blackburn (1972)
21. (i) If you were given complete freedom to change
your job within the company would you do so? 
Please tick the appropriate box. 
(Satisfaction with present job)
Source Beynon & Blackburn (1972)
YES 1
HO 2
DOH’T
KHOW 3
H.R. 9
(ii) If you would like a change of job which 
job would you like to do?
(Priority when changing job)
(iii) Why would you like to do this job? 
(Priority when changing job)
0 — Other
1 — Promotion
2 - Transfer
3 - Both
9 - Ho Response
0 — Other
1 — Promotion
2 — Job Interest
3 — Job More Suitable
4 — Status 
3 - Fay
6 - Challenge
7 - Responsibility 
'9 - Hot Applicable/
Ho Response
22. Which of the following statements come closest to describing 
how you feel about your job? Please tick the appropriate box.
Extremely interesting 
Interesting nearly all the time
Interesting most of the time, some dull stretches
Interesting some of the time, mostly dull and 
monotonous
k'
Completely dull and monotonous
(Hature of involvement with the job)
Source Beynon & Blackburn (l9?2)
23. (i) Would you work overtime if required to do so?
Please tick the appropriate box
1
4
H.R. 9
YES 1
HO 2
(ii) Why is this?
(Commitment to the firm)
H.R. 9
0 - Other
1 - Job Itself/
Company
2 - Money
3 — Family Commitments
4 — Health
5 - Hours Long Enou^
6 — Ho Overtime Pay 
9 - Ho Response/
Hot Applicable
24. (i) Do you sometimes find yourself obliged to take work
home? Please tick the appropriate box
(ii) Why do you undertake this extra work? 
(Commitment to the firm)
HEVER 1
WEEKLY 2
MOHIHLY 3
6 MOHIHLY 4
YEARLY 5
H.R. 9
10
25.
26.
27.
In your present job which of the following statements 
applies? Please tick the appropriate box
Time drags
Time goes quite quickly 
Time goes very quickly
(Hature of involvement with the job) H.R. 9
(i) If you inherited or won a large sum of money, 
would you still work or not?
(Commitment to working)
Source Morse & Weiss (1955)
(ii) Why is this?
(i) If you continued to work would you still 
do the same job or would you change it? 
Please tick the appropriate box
(ii) If you would like to change your job, 
what would you like to do?
(Hature of involvement with the job)
YES 1
HO 2
DOH’T
KHOW 3
H.R. 9
1 - People
2 — Job/Interest
3 - Money
4 - Firm
5 — Other Outside
Interests
6 — Relax Stay Home
7 - Ho need
Financially 
9 - Hot Applicable/ 
Ho Response
Don’t Know 0
DO THE SAME
JOB ' 1
DO A DIF-
FEREHT JOB 2
H.R. 9
1 - Promotion
2 - Transfer
3 - Voluntary work
4 — Own Business
5 — Demotion
8 - Other
9 - Ho Response/
Hot Applicable
11
28. If you had to stop work what would you miss most? 
(Hature of involvement with the job) 1 - People
2 - Job/Interest
3 - Money
4 - The Firm
5 - Sense of
Achievement
6 - Hothing
9 - Hot Applicable/ 
Ho Response
29. (i) Is there a group of people doing the same job
as yourself within the company whom you meet 
regularly? (For example, a sales assistant 
meeting other sales assistants, or a department 
manager meeting other department managers). 
Please tick the appropriate box
30.
YES 1
HO 2
(ii) If you have answered yes, how friendly 
would you say you are with them?
Please tick the appropriate box
(involvement with the workgroup)
Source Beynon & Blackburn (1972)
H.R.
VERY FRIEHDLY 1
QUITE FRIEHDLY 2
LHDIFFEREHT 3
HOT VERY
FRIEHDLY 4
DOH’T KHOW
EACH OTHER 5
H.R.
(i) Do you see any of them outside work? 
Please tick the appropriate box
( Involvement with the workgroup)
(ii) If you do see them outside work, under 
what circumstances do you see them?
(Hature of involvement with workgroup)
YES 1
HO 2
H.R.
0 — Other
1 - Drinks
2 - Social Club
3 - At Home
4 - Outings
5 — More than 1
of these 
9 — Ho Response
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31. (i) How would you feel if you were moved to 
another department? Please tick the 
appropriate box
(ii) Why is this?
(Hature of involvement with the 
workgroup)
Source - Beynon & Blackburn 1972 
Goldthorpe et al 1968
32. (i) Do you take part in social activities
organised by the company? Please tick 
the appropriate box.
(Degree of social orientation)
(ii) If you do, which activities do you 
take part in?
(iii) If you do not take part in social 
activities, why is this?
(involvement with workgroup)
MOVED AROUHD 
AHYWAT 1
HOT BOTHERED 
AT ALL 2
HOT MUCH 
BOTHERED 3
FAIRLY UPSET 4
VERY UPSET 5
DOH’T KHOW 6
h .r ./h .a . 9
1 - Career
2 — People
3 - Job Itself
4 - Every Dept.
Interesting ,
5 — Like Variety
6 - Disruption
7 - Dislike
Present Dept.
9 — Ho Response/ 
Hot Applicable
YES I
HO 2
H.R. 9
Social Club 1 
Social Evening 2
1 — Hot Interested
2 - Too far away
3 - Ho thing suitable
4 — Hot friendly.
with staff
33.
34.
13
How essential would you say 
work for financial reasons? 
the appropriate hex
(Level of instrumentalism)
it is that you 
Please tick
How essential would you say it is that 
you work to have the company of others? 
Please tick the appropriate hex
(Degree of Social Orientation)
Single women please proceed to 
Section V
Married women please proceed to the next 
section — Section III
ABSOLUTELY
ESSENTIAL 1
FAIRLY
ESSENTIAL 2
NOT VERY 
ESSENTIAL 3
NEED NOT WORK 
AT ALL FOR FI­
NANCIAL REASONS 4
N.R. 9
ABSOLUTELY
ESSENTIAL 1
FAIRLY
ESSENTIAL 2
NOT VERY 
ESSENTIAL 3
NEED NOT WORK 
AT ALL FOR COM­
PANY OF OTHERS 4
N.R. 9
SECTION III - THE MAPRIED WOMAH
Now for some questions for the married woman. I should like to ask 
a few questions ah out your marriage, your husband's occupation and 
your attitudes to work since you have been married.
35. How long have you been married?
36. (i) Have you always worked since you were
married? Please tick the appropriate 
box
(Commitment to working)
N.A.
YES I
NO 2
N.R.
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36. (ii) Why have you continued to work? 
Contd.
• (Nature of commitment to working)
37.
38.
What do you think are the attractions 
for married women going out to work?
(Reasons why married women work/ 
involvement with job)
1 - Money
2 — Company of
Others
3 - Job Satis­
faction/
Interest
4 — Esteem
5 - Other
9 - No Response
1 - Job Satis­
faction
2 — Personal
Satis­
faction
3 - Money
4 - Social
5 - Other
9 - No Response
1 - None
2 - Fatigue
3 - Lack of time
4 - Dual Role
5 — Attitudes of
Husband
6 - Other
9 - No Response
39. Please could you give some information about your husband's 
occupation. If he is retired or deceased, please answer in 
terms of his last job.
, (i) What is his occupation?
Please answer as fully as possible
What do you think are the drawbacks for 
married women going out to work?
(Reasons why married women mi^t 
not work)
(Background Factor) Goldthorpe Hope Social Gradings 
of Occupations. (1974)
(ii) Employer's business or industry, e.g. distribution, 
local government, manufacturing
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39. (iii) Is he:
Contd. Please 'tick the appropriate "box AN EMPLOYEE
SELF-EMPLOYED 
WITH MORE THAN 
25 EMPLOYEES
SELF-EMPLOYED 
WITH LESS THAN 
25 EMPLOYEES
SELF-Et^OYED 
WITH NO 
EMPLOYEES
40.
(iv) Does he hold any special rank or grade? 
e.g. manager or foreman
(v) Please describe any special qualifications he holds, e.g. 
professional association
Is your husband in favour of your working? 
Please tick the appropriate box
(Support of husband to wife working)
YES 1
NO 2
DON'T
KNOW 3
NOT AP­
PLICABLE 4
N.R.
41. How many of the married women you know 
go out to work?
Please tick the appropriate box
(Socialisation influencing 
work pattern)
NONE 1
1 - 2 2
3 - 4 3
5 - 6 4
MORE 
THAN 6 5
N.R,
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42. (i) Has your attitude to work changed since 
you married? Please tick the 
appropriate box
(influence of position in the 
family cycle)
YES 1
NO 2
DON’T
KNOW 3
N.R.
(ii).If your attitude has changed, in what 
way has it changed?
’ 0'.'
If you have children, please answer the next section.
If you have no children, please proceed to Section V.
SECTION IV. - THE MARRIED WOMAN WITH CHILDREN
I should like to ask some additional questions about your children.
43. How many children do you have? (Family commitments)
44. How old are your children? (Whether any children still dependent)
45. Who looks after your children whilst you are working if this
is necessary?
46. (i) Has your attitude to work changed since
you had children? Please tick the 
appropriate box
(influence of position in the 
family cycle)
(ii) If yes, how has it changed?
YES 1
NO 2
DON'T
KNOW ' 3
N.R.
47. Would you do the same job or not if you 
had no children? Please tick the 
appropriate box
(influence of position in the family 
cycle)
YES 1
NO 2
DON'T
KNOW 3
N.R.
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SECTION V (Background Factors Influencing Orientations to Work)
In this final section I should like to ask you some questions 
about yourself.
48. How old are you?
49* What is your marital status?
Please tick the appropriate box SINGLE 1
p l a t^ning to
GET MARRIED
2
MARRIED 3
SEPARATED 4
DIVORCED 5
WIDOWED 6
CO
N.R.
50. What type of school did you attend? 
Please tick the appropriate box
51* How old were you when you left school? 
Please tick the appropriate box
PUBLIC/
INDEPENDENT
1
DIRECT GRANT 2
CONVENT 3
GRAMMAR 4
COMPREHENSIVE 5
CHURCH SCHOOL 6
SECONDARY
MODERN 7
N.R 9
15 or
UNDER
,
16 2
17 3,.
18 or 
OVER 4
N.R.
52. What qualifications did you obtain from 
school?
Please tick the appropriate box
D.k. 0
NONE 1
CSE 2
0 LEVEL 3
A LEVEL . 4
MATRICULATION 5
HIGHER SCHOOL 
CERTIFICATE 6
SCHOOL
CERTIFICATE 7
N.R.
53* Have you attended any full-time or part-time 
educational course since leaving school?
Course FT or PT Duration of Course Qualification, if any
None
Typing
Vocational
Degree
Teachers Training 
Cert. in Retail 
Studies/Cert. in Distri­
butive Mgt. Principles 
Degree + Retail qual. 
National Distrib. Cert. 
’A* level 
Other
54‘ (i) Have you attended any company training
courses?
Please tick the appropriate box
(ii) If you have, what have you attended?
YES 1
NO 2
N.R.
None
Sales Training 
Trainee Scheme 
Management Training 
Merchandise Training 
Special
55* (i) Where do you live?
(ii) How long does it take you to get to work?
19
56. Are you buying your own house, do you live 
in rented accommodation or do you live at 
home? Please tick the appropriate box
37 (i) What is your income?
Please tick the appropriate box
OWN THE HOUSE 1
BUYING - 
MORTGAGE 2
RENT FROM 
COUNCIL 3
RENT FROM 
LANDLORD 4
LODGING 
WITH FAMILY 5
HOSTEL 6
N.R. 9
Monthly
BELOW £1000 1
1 £1001-£2000 2
£2001-£3000 3
£3001-£4000 4
OVER £4000 5
(ii) How do you spend your income?
Please tick the appropriate box 
You may tick more than one box
Essentials 1
Luxuries 2
Both 3
Save it 4
No response 9
MORTGAGE
HOUSEHOLD BILLS
HOUSEHOLD ITEMS
HOUSEKEEPING
children/
GRANDCHILDREN
CLOTHES
HOLIDAYS
CAR
LUXURY ITEMS
OTHERS-
SPECIFY
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58. (i) Do you work part-time or full-time?
(ii) If you are part-time, what hours do 
you work and on which days?
FULL-TIME 1
PART-TIME 2
N.R.
59* Please could you give some details about your father' s '. 
occupation? If he is retired or deceased please answer 
in terms of last job
(i) What is his occupation?
Please describe as fully as possible
(Goldthorpe Hope • 
Social Grading of 
Occupations ^ -] 974)
(ii) Employer's business or industry, e.g., manufacturing, 
local government, retail distribution
(iii) Is he:
AN EMPLOYEE
SELF-EMPLOYED WITH 
25 OR MORE EMPLOYEES
SELF-EMPLOYED WITH 
1 - 24 EMPLOYEES
SELF-EMPLOYED WITH 
NO EMPLOYEES
(iv) Does he have any special rank or grade? 
e.g., foreman, manager, etc. Please state
(v) Please describe any special qualification he holds, 
e.g., professional association
60. What is your mother's occupation? If not working,
her last occupation. Please describe as fully as you can
( Goldthorpe Hope Social Grading of
Occupations, 1974) 
D.K. 0
61. As far as you can tell, which 
of the following statements 
best describes your mother's 
paid working life? Please 
tick the appropriate box
HAS WORKED FULL-TIME FOR 
MOST OF HER MARRIED LIFE 1
HAS WORKED FULL-TIME 
FROM TIME TO TIME 2
HAS WORKED PART-TIME FOR 
MOST OF HER MARRIED LIFE 3
HAS WORKED PART-TIME 
FROM TIME TO TIME 4
HAS NOT WORKED SINCE 
MARRIAGE 5
N.R. 9
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62.' How did you feel about your mother
working? Please, tick the appropriate 
box.
SHE DID NOT WORK 1
I MINDED A LOT 2
I MINDED SOMETIMES 3
I WAS INDIFFERENT 4
I APPROVED OF IT 5
N.R. 9
THANK YOU FOR YOUR CO-OPERATION IN COMPLETING THIS QUESTIONNAIRE
22
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